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The primary purpose of this study was to determine the traits and behaviors of an ethical 
leader as perceived by tenured and tenure-track faculty at a research university (RU/VH) in the 
southeastern portion of the United States. The researcher utilized a researcher-designed survey 
instrument which consisted of 44 possible traits and behaviors of an ethical leader and selected 
demographic characteristics. 
Examination of the study results revealed that the majority of respondents were male 
(66.20%) and tenured (75.00%). Additionally, the largest group were Professors (49.60%), and 
had been at the study institution for less than l0 years (38.20%). Most of the highest rated 
characteristics of an ethical leader were classified as traits, which included Integrity, Honesty, 
Responsibility, Knows Right from Wrong, and Fairness. The characteristics that were most 
related to the overall traits and behaviors of an ethical leader were age and gender of the 
respondent. Older respondents and those that were identified as female had higher perceptions of 
the traits and behaviors of an ethical leader in higher education. 
While it is true that the characteristics of an ethical leader that are rated highest by faculty 
are traits, it is very difficult to actually observe traits. However, behaviors can be directly 
observed, and therefore, the researcher recommends that further research be conducted to 
determine the level of relationship between the ratings of traits and behaviors. If a strong 
relationship is found between these characteristics (traits and behaviors) the development of a 
measuring instrument to make direct observations of an individual's behaviors can possibly be 
developed as surrogate measures of a person's traits. 
Additionally, since female faculty seemed to have more clearly focused perceptions 
regarding the traits and behaviors of an ethical leader, the researcher recommends that the 
xiii 
 
University increase the emphasis on diversity (especially gender diversity) in all aspects of the 
organization. The increased diversity would include increasing the number of females hired in 
the tenure-track position, more females in various committee services (especially in hiring 
university leaders), and promoting more females to serve in leadership positions, especially, 
senior executive positions. 
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CHAPTER 1: RATIONALE 
Introduction 
This study attempts to identify the traits and behaviors demonstrated by an ethical leader, 
among individuals who are employed as a faculty member in higher education. The researcher 
defines ethical leadership as “the demonstration of normatively appropriate conduct through 
personal actions and interpersonal relationships, and the promotion of such conduct to followers 
through two-way communication, reinforcement, and decision-making” (Brown, Trevino, & 
Harrison , 2005, p. 120) 
Importance of Higher Education Today 
Today more than ever, the higher education system plays a vastly important and intricate 
role in the development of the leaders of tomorrow. In times gone by, for citizens to obtain 
viable employment, most were required to have a minimum of a high school diploma to be 
successful in life and/or the pursuit thereof. However, in the view of the researcher, applicants in 
society today, seeking a better career or position within an organization, are often prescribed to a 
have a minimum of a baccalaureate degree, and many are now demanding a master’s degree or 
beyond. As society progresses into the future, these stricter requirements have raised the level of 
competence and knowledge to acquire a desired position, most often with the baccalaureate 
degree replacing the high school diploma as the minimum required education.  As society 
continues to advance, the demand for greater skills and highly educated persons will become 
even greater, raising the bar on the minimum standards for entry level positions.  
In the personal experience of the researcher, the higher education system in the twenty-
first century has been inundated with what appears to be an abundance of not only violations of 
ethical standards, but also violations of criminal laws, by many leaders. The researcher has 
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conducted many of these various investigations as a professional law enforcement officer and as 
an employee of a research institution. These issues include, but are not limited to, violations of 
fraud, embezzlement, misappropriation of funds, self-plagiarism, and faculty forcing their 
personal beliefs and opinions upon students under the guise of academic freedom. Many of these 
incidents appear to be regularly occurring around the United States and have been broadcast 
across the country through national media. Although many studies have been performed in the 
area of leadership, only a limited amount of research has been conducted in the area of ethical 
leadership. Many researchers have expressed the need for continued study in this area, 
emphasizing the specific need to further study the ethical aspects of leadership and doing the 
right thing (Bennis, 1989). Researcher Sendjaya stated that “it is insufficient for leaders to be 
effective but unethical” (Sendjaya, 2005, p. 75).  
Today, citizens live in a society whereby the once clear line of what is believed to be 
moral and ethical and what is believed to be immoral and unethical is no longer so distinct. The 
twenty-first century has seen a continuous blurring of morality and ethics, those concepts which 
were once believed the foundations of the nation’s founding principles. Bennett (1999) stated 
that today’s society is more “violent and vulgar, coarse and cynical, rude and remorseless, 
deviant and depressed, than the one we once inhabited. People kill other people, and themselves, 
more easily. Men and women abandon each other, and their children, more readily” (Bennett, 
1999, p. 5).  
Higher Education and Organizational Success 
Leadership within any organization, including higher education, has the responsibility for 
setting the tone at the top, and presenting the organizational guidelines and plans in achieving the 
desired results (Costa, 1998). Jones stated, “The best guarantee of consistent ethical leadership 
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lies in the discovery of persons for whom high moral standards are a way of life” (Jones H. , 
1995, p. 868). In a more recent study conducted by Kelley et al. (2006) regarding ethical 
behavior in higher education, the researchers noted that students were extremely prone to imitate 
the conduct of the higher education institutions administration, staff, and faculty, instead of 
conforming to policies, procedures, and/or guidelines of ethical behavior (Kelley, Angle, & 
Demott, 2006). Wong (1998) noted that societies today should not only expect but demand a 
strong ethical leadership in higher education institutions. Wong wrote “Values-based leadership 
influences the culture of the organization and, advocates contend, is better equipped to bring 
about lasting change” (Wong, 1998, p. 115). 
Previous research has demonstrated that leaders possess a great influence over their 
followers. Because of this professional influence that a leader can have on their followers, they 
can potentially have a tremendous impact on them personally as well. By leaders demonstrating 
ethical conduct to their followers, these leaders can influence their ethical behavior in all aspects 
of their life (Hitt, 1990). Understanding their potential influence, leaders need to be cognizant of 
their behavior and the perception of their actions by others as ethics and leadership are quite 
intermingled. According to Hitt, effective leadership is the result of ethical conduct (Hitt, 1990). 
The lack of ethical values in society today could purportedly be negatively influencing the 
education system today.   
Identifying the traits and behaviors of an ethical leader, especially within the higher 
education setting, where so much influence is demonstrated over students who are tomorrow’s 
societal leaders, could assist organizations, including the higher education system, in developing 
better tools for identifying tomorrow’s leaders. One of the major concepts that challenges leaders 
today is the aspect of change. Regardless of whether leading a higher education institution, a 
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private organization, or a public organization, change is inevitable. It will be leadership’s job to 
affect the required change, share their vison with the employees, guiding the employees to the 
common goal while conducting themselves in an ethical manner. Organizations must adapt to 
their changing environments (Bass, 2000). For organizations to remain relevant and competitive 
in their industry, they must learn to adapt to the changing environment and institute a model of 
leadership addressing the change environment to reach the goal of long-term success.  
Many researchers have expressed how ethical leadership in a higher education system 
affects the future leaders of the organizations that they eventually lead. In The Fifth Discipline, 
Peter Senge expressed the importance of training and education and how the structure of an 
organization leads and influences the behavior of the organization’s employees (Senge, 2006).   
Ethical leadership in the higher education institution not only demonstrates how ethical leaders 
are to act, it also provides an example to their followers of the various traits and behaviors which 
are expected of an ethical leader such as honesty and integrity. In contrast, ethical leaders not 
only provide the example of what is expected of them as students, but also prepare the students 
on what to expect once they are part of an organization.  Therefore, it can be argued that ethical 
leadership in a higher education institution predetermines the ethical leadership traits and 
behaviors demonstrated by leaders in organizations today and in the future.  
Ethical Behavior is Ambiguous 
Ethical behavior is sometimes seen as ambiguous. The norms and expectations of higher 
education are defined mostly by the tenured and tenure-track faculty, who lead the instruction of 
students at all levels in the University. Previous research has illustrated that strategic ambiguity 
can be beneficial in some instances and may be appropriate to utilize in the addressing of 
difficult situations and/or issues, and resolving conflicts between various stakeholders and 
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organizations. However, the utilization of strategic ambiguity can cause confusion within an 
organization and allow various stakeholders in an organization to avoid responsibility for their 
actions. Such confusion within the higher education system could affect not only the current 
administration and students, but also future generations to come.  
Though many higher education institutions have established codes of conduct and 
policies as guidance on how students and faculty alike are supposed to act and conduct 
themselves, no one higher education institution has established a definitive set of ethical norms 
for all to follow. Reynolds and Smith expressed that they believed codes and statements of ethics 
may be required when there is no longer a cohesive culture (Reynolds & Smith, 1990). Reynolds 
and Smith continued to express that the burden for moral self-scrutiny belonged at the 
organization level and personal level expressing the need for systematic and personal 
professional examination (Reynolds & Smith, 1990). According to Reynolds and Smith the 
principles of responsibility are established on four intricate beliefs identified as 1) respect for 
people, 2) honesty in all communications, 3) virtues of fairness and efficiency, and 4) the 
established commitment to the common good (Reynolds & Smith, 1990). 
Purpose 
The primary purpose of this study was to determine the traits and behaviors of an ethical 
leader as perceived by tenured and tenure-track faculty at a research university (RU/VH) in the 
southeastern portion of the United States. 
Objectives of Study 
The study had the following objectives.  
1. To describe tenured and tenure-track faculty at a research university (RU/VH) on the 





c) Years at the study institution; 
d) Gender; 
e) Tenure Status. 
2. Identify the traits of an ethical leader as perceived by tenured and tenure-track faculty at 
a research university (RU/VH) in the southeastern portion of the United States. 
3. Identify the behaviors of an ethical leader as perceived by tenured and tenure-track 
faculty at a research university (RU/VH) in the southeastern portion of the United States. 
4. Determine if a relationship exists between the perceived traits and behaviors of an 
ethical leader and the following demographic characteristics: 
a) Age; 
b) Rank; 
c) Years at the study institution; 
d) Gender; 
e) Tenure Status. 
5. Determine if a model exists that explains a significant portion of the variance in 








e) Tenure Status. 
Definitions 
1. Ethics - An individual’s ability to understand what is right from what is wrong.  
2. Leadership – “Leadership may be considered as the process of influencing the activities 
of an organized group in its efforts toward goal setting and goal achievement” (Stogdill, 1950, p. 
3) 
3. Workplace Deviance – “Workplace deviance is defined as behavior that violates 
significant organizational norms and harms organizations and its members, or both.” (Robinson 
& Bennett, 1995, p. 556).  
4. Ethical Leadership – “How ethical leaders ought to behave” (Ciulla J. B., 1998, p. 3). 
“The demonstration of normatively appropriate conduct through personal actions and 
interpersonal relationships, and the promotion of such conduct to followers through two-way 
communication, reinforcement, and decision-making” (Brown, Trevino, & Harrison, 2005, p. 
120). 
5. Unethical Behavior – “Unethical behavior involves acts that are illegal and/or are morally 
inappropriate to larger society” (Jones T. M., 1991, p. 367). 
6. Unethical Leadership – “behaviors conducted and decisions made by organizational 
leaders that are illegal and/or violate moral standards, and those that impose processes and 




CHAPTER 2: LITERATURE REVIEW 
Introduction 
In this study, prior theory and empirical evidence were reviewed concerning the relevant 
traits and behaviors of an ethical leader. This research is demonstrating the validity of the traits 
and behaviors of ethical leadership theories which identify the various traits and behaviors of 
ethical leaders. Ethical Leadership theories identify leaders, which encourage and contribute to 
the development of followers in ethical individual and organizational development and growth.  
The information in this study is partially the result of the researcher’s twenty-five years 
of experience of employment in the public sectors of local law enforcement, experience working 
in management of a Fortune 100 organization, and within a higher education system in the 
southeastern portion of the United States. This experience guided the researcher in many 
leadership and management positions, as well as in the understanding and demonstration of the 
ethical behaviors expected of a leader. This experience also provided a vast amount of 
information and training concerning the expectations of a leader demanded by followers, line 
level management, and top-level executives for the success of the organization. Additionally, a 
large portion of information within this research has come from researching scholarly literature 
in the area of leadership and ethics.   
The Importance of Leadership 
Leadership is a fundamental aspect of successfully developing organizational employees 
and obtaining the goals of an organization. Positive leadership develops a good culture within an 
organization, unites employees, creates high morale, and furthers the creation of quality products 
and services. Leadership is beneficial not only to employees and the organization, but it is 
essential in creating loyal clients and customers. Imagine a nation without leadership. The chaos 
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that would engulf the nation would be detrimental not only to that nation, but also to the entire 
world. Leadership in an organization, especially a higher education institution, is just as 
important, though on a much smaller scale, as in the leaders of a nation. Higher education leaders 
not only promote their institution and field; they also actively shape the future of society and 
organizations.  
Gini specified that leadership sets the “tone” and “shapes the behavior of all those 
involved in organizational life” (Gini, 2004, p. 26). Gini pointed out the way followers are 
influenced by observing their leaders and expressed that leaders acting and performing in a way 
to demonstrate a “positive role model” to their followers commonly referred to as “leading by 
example,” is one of the most powerful and implicit methods of providing behavioral expectations 
to followers (Gini, 2004). Many researchers including Northouse and Yukl found that under 
most circumstances, leaders possess an abundance of power over followers and greater 
opportunity to influence their followers. This being understood, Northouse and Yukl propound 
that leaders have a tremendous burden in garnering their influence on followers.       
Brief History of Ethical Leadership Studies 
Throughout history, scholars have been studying leadership and ethics and the way they 
relate to one another. Researchers have also continued to delineate how ethics and leadership 
influence the future, especially when discussing the ethical leadership of those in leadership 
positions within higher education. History also illustrates that many scholars such as Carlyle and 
Plutarch have studied the relationship between leaders and leadership. Early college presidents 
during the nineteenth century were admired and well respected for their vision and leadership in 
institutional reform.  These presidents include Jacob Abbott, George Thicker, Philp Lindsley, 
and James Marsh (Rudolph, 1990).  Within the early higher education system, many early 
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leaders fought with all their influence, might, honor, and courage to make tremendous 
contributions to influence honorable values. Through their influence, institutions such as Yale, 
Harvard, Dartmouth, Oxford, and Cambridge "stoutheartedly refused to yield an inch to pioneer 
prejudices or frontier values” (Rudolph, 1990, p. 4).  
Understanding the decisive seriousness of leadership, the leaders of these universities 
understood that they could not “afford to train its rulers haphazardly; furthermore, they could not 
ignore the training of biblical expositors” (Rudolph, 1990, p. 6). Two early principles had a 
tremendous effect on the ethical beginnings of colleges and their leaders. "The two cardinal 
principles of English Puritanism which most profoundly affected the social development of New 
England and the United States were not religious tenets, but education ideals: a learned clergy, 
and a lettered people" (Rudolph, 1990, p. 6).  
Early leaders, such as the President of Amherst College Jacob Abbott, the President of 
Union College Eliphalet Nott, the President of the University of Nashville Philp Lindsley, the 
President of University of Vermont James Marsh, the President of Brown University Francis 
Wayland, and former Harvard University Professor George Ticknor, were among the first to 
establish the ethical standards of the early higher education system (Rudloph, 1990; Cohen, 
1998). Under their direction and leadership, ethical standards were established.  
The American university system as it is known today was established by the passage of 
the Morrill Act of 1862 during the University Transformation Era (1870-1944) (Cohen, 1998). 
The passage of the Morrill Act became the catalyst for creating state-supported institutions of 
higher learning with an accentuation on agriculture, mechanical arts, and military science 
(Cohen, 1998).  
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In response to America’s strengthening business culture in the twentieth century, 
leadership research was expounding upon previous research in the area of management.  This 
research, some of which became the foundation of the leadership studies, was subsidized by 
large businesses (Ciulla J. , 2000).  According to researchers Bawden and Northouse, in order to 
demonstrate ethical behavior, society must understand and promote the concepts of respecting 
others and fairness (Northouse P. , 2004). As society endeavors to better understand the 
relationship between ethics and leadership, it must remain cognizant of previous research  in 
these areas and further develop the well established research findings. 
The Purpose of Leadership 
Leadership is an integral part of the success of every individual and every organization. 
Leaders possess, develop, and display innate traits and behaviors to lead others toward a 
common goal for the good of an organization or a specific common purpose. It is extremely 
important to understand the traits and behaviors of an ethical leader for the betterment of 
organizations and the development of followers of leaders. Effective leaders possess these traits 
and behaviors and display them in actions utilized in the growth and development of their 
followers and their organizations.  
Many definitions of leadership can be found from one researcher to another.  “Leadership 
may be considered as the process of influencing the activities of an organized group in its efforts 
toward goal setting and goal achievement” (Stogdill, 1950, p. 3). Burns (1978) set forth that 
leaders should nurture the development of their followers to allow them to become cognizant of 
their individual needs, their individual values, and their individual aspirations and assist them in 
incorporating these with those of the leaders. Kohlberg (1969) and Treviño (1986) stated that 
many followers look outside themselves to their significant others for leadership and ethical 
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guidance. Therefore, it is easy to understand how leaders have such a great impact and influence 
on their followers.  
This research attempted to identify the traits and behaviors of an ethical leader within the 
higher education system. This leader understands, believes, and displays traits and behaviors 
which encourage the continuous development and success of their students and the higher 
education institution.  
Ethical Leadership and Its Influence 
Immanuel Kant defined and embraced a set of principle guide to how human beings 
should treat one another. In the set of principles known as the “Formula of Humanity,” Kant 
emphatically specified that it was wrong for one to treat others merely as a means. Kant 
propounded, “So act that you treat humanity, whether in your own person or in the person of any 
other, always at the same time as an end, never merely as a means” (Gregor, 1996, p. 429). 
Understanding that trust is generated only by means of credibility and that collaboration is only 
garnered through trust, Solomon (2003) elucidated that “without trust there can be no 
cooperation, no community, no commerce, no conversation. And in a context without trust, of 
course, all sorts of emotions readily surface, starting with suspicion, quickly escalating to 
contempt, resentment, hatred, and worse” (Solomon, 2003, p. 207). Bawden noted that “all agent 
interaction influences others both directly and indirectly, and that interactions inherently hold 
ethical implications” (Bawden, 2003, p. 175).  
Some question what ethics are and what morals are as if they are separate in their 
meaning. However, previous researchers have claimed that the words "morals" and "ethics" are 
synonymous and can therefore be used interchangeably with one another. Josephson explained  
that he does not believe that the terms “ethics” and “values” are interchangeable.  
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Josephson wrote that: 
The terms ethics and values are not interchangeable. Ethics is concerned with how a 
moral person should behave, whereas values are the inner judgments that determine how 
a person behaves. Values concern ethics when they pertain to beliefs about what is right 
and wrong. Most values, however, have nothing to do with ethics.  (Josephson, 2001, p. 
5). 
 Ciulla stated that the word "ethics" (ethikos) can be dated back to the time of archaic 
Greece and its earlier translation into the Latin word “moray" (moral) as expressed in early 
Roman times (Ciulla J. B., 1998).   In his research, Burns acknowledged that it is imperative for 
organization leaders to adhere to ethics to be successful in resolving the various issues which 
occur in their organizations (Burns J. M., 1978/2003).  
According to Wong, society has a high expectation of ethical leadership in higher 
education systems. (Wong, 1998). Wong indicated that “Values-based leadership influences the 
culture of the organization and, advocates contend, is better equipped to bring about lasting 
change” (Wong, 1998, p. 113). Demonstrating high standards and ethics to students, co-workers, 
and to all the various stakeholders is essential in personal and professional success. Dr. Ernest 
Boyer, former U.S. Commissioner of Education, stated, “If students do not see beyond 
themselves and better understand their place in our complex world, their capacity to live 
responsibly will be dangerously diminished” (Siegel & Watson, 2003, p. 15). J. Ciulla indicated 
in the article Leadership and the Ethics of Care that “the job of a leader includes caring for 
others, or taking responsibility for them. All leaders face the challenge of how to be both ethical 
and effective in their work” (Ciulla J. B., 2009, p. 3). 
Leadership in any organization, especially higher education, has the ability to influence 
many others, especially those such as college students who are at the beginning of their endeavor 
into adult life on their own. Yukl noted, “Influence is the essence of leadership, and powerful 
leaders can have a substantial impact on the lives of followers and the fate of an organization” 
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(Yukl G. , 2006, p. 329).  Yukl cited Gini (1998) who said that “the primary issue is not whether 
leaders will use power, but whether they will use it wisely and well” (Yukl G. , 2006, p. 329).  
The Six Pillars of Character 
Whether in the public or private sector or within the confines of personal environments, 
everyone is faced with making ethical decisions on a regular basis. Making those ethical 
decisions requires an ability to select a proper ethical response when presented with multiple 
choices. In making these decisions, society consciously and unconsciously reflects on the various 
training individuals have received in the individual’s homes, work environments, education, and 
other environments. The Josephson Institute of Ethics has established a world-renowned 
organization founded on the values they refer to as the “Six Pillars of Character” (Josephson, 
2001), see Figure 1.                                                                                                                   
Figure 1   Six Pillars of Character (Josephson, 2001); Retrieved from Old Bridge Township 
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According to Josephson, these “Six Pillars of Character” are “trustworthiness, respect, 
responsibility, fairness, caring and good citizenship (responsible participation in society)” 
(Josephson, 2001, p. 5). The Six Pillars are the “basis of ethically defensible decisions and the 
foundation of well-lived lives.” (Josephson, 2001, p. 5). According to Josephson,  
The pillars can help us detect situations where we focus so hard on upholding one moral 
principle that we sacrifice another, where, intent on holding others accountable, we 
ignore the duty to be compassionate; where, intent on getting a job done, we ignore how. 
In short, the Six Pillars can dramatically improve the ethical quality of our decisions, and 
thus our character and lives (Josephson, 2001, p. 7). 
Public Schools Leadership and Unethical Decisions 
Unfortunately, citizens have seen what many believe is an eroding of ethical leadership in 
the higher education system. Several leadership researchers have noted the decline in ethical 
leadership including Burns J. , 1978; Gardner, 1990; Greenleaf, 1977; Wren, 1995. These 
scholars argue that “our nation is in a [leadership crisis], one that requires more and better 
leadership in all areas of our society ” (Eich, 2008, p. 176).  The researcher believes that society 
is learning about an elevated number of leaders in higher education who have conducted 
unethical behavior and violated the laws of the United States. Such examples include the 
terminating of university Presidents, removal of university board members, the termination of 
sports directors, and tenured faculty (Gerber, 2005; Tierney, 2005) for unethical behavior.  
Van Der Werf cited one example of a student loan scandal which involved twenty four 
higher education institutions (Van Der Werf, 2007). Another example in more recent times 
includes a prominate American university's failure to address initial reports of alleged sex crimes 
of  the university’s football coach who was convicted of sexually  abusing children, (Wolverton, 
2012). Lastly, a university president in Illinois was forced  to resign after allegations of 




During the researcher’s career in law enforcement and within higher education  itself, 
many investigations were conducted involving the unethical decisions made by higher education 
leaders. Some investigations were criminal, some were institutional policy violations, and some 
were found to be neither criminal violations nor institutional violations but were emphatically 
unethical. Being involved in criminal investigations for almost twenty-five years in one capacity 
or another, the researcher truly believes that there is a growing difference between what society 
once determined was moral and ethical in the past and what society today feels is ethical and 
moral. Recently, higher  education professors have been involved in allegations of fraud, bribery, 
embezzlement, sexual relations with minors and/or students, stalking, harassment, and battery. In 
times gone by, society looked up to and revered higher education leaders with the understanding 
that they preserved and displayed some of the highest standards of ethics and morality in society. 
Unfortunately, the researcher does not believe that is the case today. Under the guise of academic 
freedom, many higher education leaders have attempted to force one belief or another on their 
students and society itself. Many have violated the trust that was bestowed upon them when they 
entered the higher education field and have attempted to justify  violations of that trust. 
As it has been demonstrated time and time again, leaders who practice unethical 
leadership can ultimately produce a negative influence on those who they are designated to lead. 
Yukl voiced that by “making unethical practices appear to be legitimate, a leader can influence 
other members of the organization to engage in crimes of obedience” (Yukl G. , 2010, p. 408). 
Yukl cited researchers Kouzes and Posner who elucidate “the declining public trust in business 
and public leaders, which has been fueled by repeated scandals publicized in the news media, in 
books, and in movies” (Yukl G. , 2010, p. 408).  
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Ethics by Definition 
One might assume defining ethics would be an easy task since many relate ethics to 
morality, feelings, religion, or what many perceive to be high standards. Research has shown that 
the definition of ethics varies from researcher to researcher and person to person. Although a 
limited amount of research has been conducted regarding leadership and its relationship with 
ethics, few researchers have agreed upon one definitive definition. Research has demonstrated, 
however, that ethics should not be identified with religion, though personally the researcher 
strongly believes that ethics is fundamental in his Christian belief. However, I completely 
understand not relating ethics to religion, as there are many varieties of so-called religion, some 
of which call for the destruction of other persons, societies, and religions.  People from various 
cultures, backgrounds, and religions have differing beliefs and feelings and react differently to 
different situations.  In addition, to say that all ethical people follow the law would be a careless 
statement. Laws vary from community to community, state to state, and nation to nation. Just 
because something is legal does not mean it is ethical. Also, what society considers as being 
ethical today may be different from what society accepted as ethical in the past or what will be 
considered ethical in the future.  
Josephson (2001) delineates two issues in ethics. The first issue involves the competence 
to understand what is right from what is wrong. The second is a person’s commitment and desire 
to “do what is good and proper” (Josephson, 2001, p. 2). McKerrow expressed that ethics is more 
than just a legal consideration on various issues; rather ethics brings forth the questions of: 
“What is good? What is right?” and “What ought to be done?” (McKerrow, 1997, p. 218). Many 
researchers such as Kouzes and Posner (1993) have related ethics to leadership effectiveness due 
to their “perceptions of the leader's honesty, integrity, and trustworthiness" (Brown & Trevino, 
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2006, p. 596). According to Gini, ethics can be described as the “communal, collective 
enterprise, not a solitary one. It is the study of our web of relationships with others” (Gini, 2004, 
p. 28). The researcher believes that in general society expects leaders, especially those in higher 
education, to act ethically and morally for betterment of society.  
Principles of Ethical Leadership  
Ethical leadership has been researched for years dating back to the time of Aristotle. 
Previous researchers have identified five principles of ethical leadership that provide the 
foundation for ethical leadership, though this list in not exhaustive. These five principles include 
“respect, service, justice, honesty, and community” (Northouse P. , 2004).  
Philosopher Immanuel Kant discussed ethical behavior and propounded that it is a 
person’s duty to “treat others with respect and as ends in themselves and never as the means to 
ends” (Northouse P. G., 2016, p. 430).  Ethical leaders should always serve in the best interest of 
others (ethical altruism). Altruistic leaders always place their followers’ welfare ahead in all 
activities. Ethical leaders are always interested in matters of fairness and justice, treating their 
subordinates equally, and always maintaining “fairness at the center of their decision-making 
process” (Northouse P. G., 2016, p. 434).  
Rawls (1971) propounded that “a concern with issues of fairness is necessary for all 
people who are cooperating together to promote their common interests” (Northouse P. , 2004, p. 
434). Northouse delineated that Rawls’ concern with issues of fairness is comparable to the 
“ethic of reciprocity”, established throughout society as the “Golden Rule”: “Do unto others as 
you would have them do unto you” (Northouse P. G., 2016, p. 424). Ethical Leaders are known 
to be honest and understand that to be an ethical leader, one must be truthful. Ethical Leaders 
work to influence others toward the common goal of building a community. As stated by Bass 
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and Steidlmeier (1999), the aspect of “concern for others” is the main factor that distinguishes 
the differences between authentic transformational leader and the pseudo-transformational leader 
(Bass & Steidlmeier, 1999, p. 189).  Beauchamp and Bowie expound upon the work of Kant 
when they stated, “persons must be treated as having their own autonomously established goals 
and must never be treated purely as the means to another’s personal goals” (Beauchamp & 
Bowie, 1988, p. 49).  
Leadership Theories 
In his research, Northouse noted that “Ethics is concerned with the kinds of values and 
morals an individual or a society finds desirable or appropriate. Furthermore, ethics is concerned 
with the virtuousness of individuals and their motives” (Northouse P. G., 2016, p. 424). 
According to previous research, ethical theories fall within categories: “theories about leaders’ 
conduct and theories about leaders’ character” (Northouse P. G., 2016, p. 424). 
Ethical theories dealing with a leader’s behavior also fall within two categories: “theories 
that stress the consequences of leaders’ actions and those that emphasize the duty or rules 
governing leaders’ actions” (Northouse P. G., 2016, p. 424).  Researchers have identified three 
varying approaches to the process of making decisions regarding moral conduct. Those three 
approaches are 1) ethical egoism, 2) utilitarianism, and 3) altruism. Ethical egoism suggests that 
people need to basically look after themselves to maximize the greatest good for themselves. It 
also suggests that in many business contexts an organization and its followers undertake a 
decision-making process to ascertain the organization's desired outcome of profit maximization. 
This is also closely related to one of the causes of fraudulent behavior within an organization that 
bases rewards solely or greatly on profits.  On the other hand, utilitarianism suggests that society 
should behave to “create the greatest good for the greatest number” (Northouse P. G., 2016, p. 
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425). Altruism is “an approach that suggests that actions are moral if their primary purpose is to 
promote the best interests of others” (Northouse P. G., 2016, p. 425).  
The Toxic Triangle 
The Toxic Triangle illustrates the “traits and behaviors of destructive leaders, susceptible 
followers, and conducive environments” (Padilla, Hogan, & Kaiser, 2007, p. 179), see Figure 2. 
These traits and behaviors are referred to by many researchers such as Howell & Avolio (1992), 
Sankowsky, and Conger (1990) as the “dark side” of leadership (Padilla, Hogan, & Kaiser, 2007, 
p. 189). To properly understand leadership traits and behaviors, researchers must delve into these 
destructive traits and behaviors to determine on what leaders should not do. One example of 
destructive traits and behaviors that is widely utilized in research is Adolf Hitler. Many 
researchers argue that though a bad individual, Hitler was a good leader, as he inspired his 
followers to a common goal. However, many researchers disagree with this statement such as 
Burns (2003). In fact, Burns cited that Adolf Hitler was not a leader, but a ruler. Burns stated, 
“Hitler ruled the German people, but he did not lead them, because he failed to create lasting, 
meaningful opportunities for the pursuit of happiness” (Burns J. , 2003, p. 29).  
 




The Hill Model for Team Leadership 
The Hill Model for Team Leadership is a very valuable tool in simplifying the 
expectations of teams in two critical functions, performance (task accomplishment) and 
development (team maintenance), see Figure 3.  Northouse cited Barge (1996) stating that a 
crucial part of being a leader is being “behaviorally flexible and have a wide repertoire of actions 
or skills to meet the team’s diverse needs” (Northouse P. G., 2016, p. 209).  
 
Figure 3  The Hill Model for Team Leadership; Retrieved from (Northouse P. G., 2016) 
 
It is extremely important for the success of any organization to treat all leaders and 
followers fairly and justly, and when appropriate, to try to obtain the thoughts and input of team 
members in decision making. Some decisions require a quick and decisive approach and in 
which leadership must make a firm quick decision, and sometimes those decisions may not be 
popular. However, they are important for the success of the organization. It is also essential to 
create an environment in which team members are respected, seen as important, and, most 
importantly, heard. Forms of leadership are well defined in Douglas McGregor’s Theory X and 
Theory Y Leadership Model (McGregor, 1960) and as discussed in the book Introduction to 
Leadership (Northouse P. G., 2014). 
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Four additional theories which involve ethics and leadership are five of the most 
important theories establishing ethical frameworks. These theories are Authentic Leadership, 
Charismatic Leadership, Transformational Leadership, Servant Leadership, and Learning Styles 
Theory. When reviewing these theories, many researchers and professors alike use the 
illustration comparing Mahatma Gandhi and Adolf Hitler, two of the world’s best-known 
leaders, yet no two leaders could have been any more different in philosophy. In this comparison, 
the debate arises as to whether they were good leaders. To assist with the separation of leaders 
who are believed to be ethical and unethical researchers developed the socialized charismatic 
leadership categorization.  
Authentic Leadership 
Authentic Leadership is one of the latest categories of leadership theory and is in the 
formative stage. Simply stated, “Authentic Leadership is about the authenticity of leaders and 
their leadership” (Northouse P. G., 2016, p. 195). Authentic Leadership was originally identified 
during research regarding Transformational Research by Bass, 1990; Bass & Steidlmeier, 1999; 
Burns J. , 1978; Howell & Avolio, 1992, but was never completely expressed (Northouse P. G., 
2016). However, as with many of the terms utilized in the field of ethics and leadership, there are 
several definitions of authentic leadership. These definitions depend on three viewpoints, is 
intrapersonal perspective, interpersonal perspective, and developmental perspective. 
Charismatic Leadership 
Charismatic Leadership Theory was originally set forth by (House, 1976) who wrote that 
charismatic leaders perform in a definitive style that have “charismatic” influence on their 
followers. House identified some traits and behaviors as “dominant, having ardent desire to 
influence others, being self-confident, and having a strong sense of one’s own moral values” 
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(Northouse P. G., 2016; House R. , 1976). House further denoted the significance of the 
participation of the followers to validate the charisma of their leaders. Klein and House (1995) 
utilized the terminology “prosocial assertiveness” and “concern for the moral exercise of power” 
(Klein & House, 1995, p. 184) when describing the theory of Charismatic Leadership.    
Transformational Leadership 
Transformational Leadership as it was first referred to by (Downton, 1973) was 
expounded by James McGregor Burns in 1978. Transformational Leadership is a process of 
leadership which demonstrates how to change and transform followers. Transformational 
Leaders are interested in “emotions, values, ethics, standards, and long-term goals” (Northouse 
P. G., 2016, p. 162). It is utilized to influence followers to move toward a goal and achieve above 
and beyond what is typically expected of them. In contrast, Northouse cites researchers Bass and 
Steidlmeier who created the term pseudo-transformational leadership to describe those members 
of leadership that were “self-consumed, exploitive, power oriented and warped with moral 
values” (Northouse P. G., 2016, p. 163) 
Kouzes and Posner (2002) composed a model of Transformational Leadership that 
included “five fundamental practices that enabled leaders to get extraordinary things 
accomplished: model the way, inspire a shared vision, challenge the process, enable others to act, 




Figure 4. The Five Fundamental Practices of Transformational Leadership; Retrieved From 
(Kouzes & Posner, 1995) 
Servant Leadership 
Servant Leadership is another leadership theory that is vastly important to understanding 
the various styles of leaders, and what the driving force is behind their styles and actions. The 
servant leadership style places the role of the leader as a servant to their followers. These leaders 
exhibit a true care and concern for their followers referred to as caring principles by Northouse 
(Northouse P. , 2004). A crucial aspect to being a successful leader is understanding the wants 
and needs of the followers, and helping them develop into better employees and future leaders 
themselves. Northouse states that servant leadership “focuses on a followers’ needs to help these 
followers become more autonomous, knowledgeable, and like servants themselves” (Northouse 
P. , 2004).  
The terminology “Servant Leadership” was originally created by Robert K. Greenleaf in 
1970 in an essay titled The Servant as Leader, an essay that has been published numerous times 
and referred to by other researchers as a leading research reference. Greenleaf explained the 
differences between the leader-first and the servant-first as, 
The difference manifests itself in the care taken by the servant-first to make sure that 
other people’s highest priority needs are being served. The best test, and difficult to 
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administer, is: Do those served grow as persons? Do they, while being served, become 
healthier, wiser, freer, more autonomous, more likely themselves to become servants? 
And, what is the effect on the least privileged in society? Will they benefit or at least not 
be further deprived?  (Greenleaf, 2015, p. 6).  
Greenleaf held that the servant leader is focused “primarily on the growth and well-being 
of people and the communities to which they belong” (Robert K. Greenleaf Center for Servant 
Leadership, 2016). Greenleaf noted that the difference between traditional leadership and servant 
leadership is that traditional leadership focuses on the “accumulation and exercise of power” by 
the individual at the “top of the pyramid,” the servant leader “shares power, puts the needs of 
others first, and helps people develop and perform as highly as possible” (Greenleaf, 2015, p. 
33).   
James Sipe and Don Frick expounded on Greenleaf’s research of servant leadership and 
published their findings in the text titled Seven Pillars of Servant Leadership: Practicing the 
Wisdom of Leading by Serving (Sipe & Frick, 2009), see Figure 5. Swipe and Frick explained 
that Greenleaf’s servant leadership theory was based upon seven pillars, which they identified as 
the following (Sipe & Frick, 2009, pp. 2-4): 
1. A person of character – “maintains integrity, demonstrates humility, serves a 
higher purpose”; 
2. A person who puts people first – “displays a servant’s heart, is mentor-minded, 
shows care and concern”; 
3. A skilled communicator – “demonstrates empathy, invites feedback, 
communicates persuasively”; 
4. A person who is a compassionate collaborator – “expresses appreciation, builds 




5. A person who has foresight – “visionary, displays creativity, exercises sound 
judgment”; 
6. A person who is a systems thinker – “comfortable with complexity, demonstrates 
adaptability, considers the “greater good”; 
7. A person who leads with moral authority – “authority granted by others by the 
weight of one’s example”. 
 
Figure 5. Seven Pillars of Servant Leadership; Retrieved from Seven Pillars of Servant     
Leadership: Practicing the Wisdom of Leading by Serving 
 
Learning Styles Theory 
Another theory that is very important in ethical leadership and leadership in general is the 
Learning Styles Theory. This theory can be very useful to those in the higher education system 
who teach, employ, and associate with persons from diverse backgrounds and cultures and a 
wide range of personalities and learning styles.  
In Kolb's Experiential Learning Styles (ELT) and Big Five Personality Traits in 
International Managers (LI & Armstrong, 2015), Kolb (1984) described the relationship between 
Experiential Learning Styles and the Big Five Personality Types according to Jung's (1971) 
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theory and asserted that “the strongest and most consistent relationships appear to be between 
concrete/abstract and feeling/thinking and between active/reflective and extravert/introvert” 
(Kolb, 1981).  
In the book The Modern American College: Responding to the New Realities of Diverse 
Students and a Changing Society (Kolb, 1981), Kolb conceived of learning as a four-stage cycle. 
Immediate concrete experience is the basis for the observation and reflection. An 
individual uses these observations to build an idea, generalization, or 'theory' from which 
new implications for action can be deduced. These implications or hypothesis then serve 
as guides in acting to create new experience (Kolb, 1981, p. 151). 
 Kolb acknowledges that “as a result of our hereditary equipment, our particular past life 
experience, and the demands of our present environment, most of us develop learning styles that 
emphasize some learning abilities over others” (Kolb, 1981, p. 151).  
In the researcher’s review, the above-mentioned leadership theories were found to be 
some of the most important theories regarding leadership that have been documented to date. It is 
vitally important to understand that many leaders may and most probably will exhibit the various 
traits and behaviors of more than one leadership theory. Understanding the differences of the 
various leadership theories is vitally important in understanding the leaders of organizations and 
in society today, and can be the difference between the success of an organization or the failure. 
Ethical Leadership and Change 
Inevitably, every organization must deal with conflict, especially when change arises, and 
higher education is no different. Failure on the part of leadership to address the conflict could 
result in the failure of the proposed/implemented change. The change theory that provides a 
sound basis for this essential change is Dr. Kurt Lewin’s Three Stage Model of Change 
(B.Burnes, 2004), see Figure 6. The three stages are identified as 1) Unfreeze, 2) Change, 3) 
Freezing. First, unfreezing refers to preparing all stakeholders to accept that a change is 
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necessary and preparing them to move away from their current comfort zone.  Second, the 
change (transition) stage involves the inner movement or the journey taken in reaction to the 
change. This is a difficult stage as the stakeholders are learning about the changes and need to be 
provided with time to understand and work with the stated changes. Third, the freeze (or 
refreezing stage) is about establishing stability once the changes have been made. These changes 
are eventually accepted and become the new norm.  
 
Figure 6. Three Stage Model of Change; Retrieved from (Lewin, 1951; Carpenter, Bauer, & 
Erdogan, 2009) 
 
People form new relationships and become comfortable with their routines. Fisher and 
Ury (1981) addressed the issue of conflict and negotiation by developing a step-by-step method 
entitled Fisher and Ury’s Method of Principled Negotiation. This method lists what they believe 
to be the four principle negotiation steps to resolving an issue (Northouse P. G., 2014, p. 184). 
1. People – “Separate the people from the problem”; 
2. Interest – “Focus on interest, no positions”;  
3. Options - “Generate a variety of possibilities before deciding what to do”; 
4. Criteria – “Insist that the result be based on some objective standard”. 
A number of obstacles often interfere with the process of change. The greatest barriers in 
the change process include stakeholder resistance to the unknown, resistance due to political 
coalitions, resistance due to the need and desire for power, and resistance due to habit.  As cited 
in chapter 13 of The Nature of the Change Process, there are four primary reasons for the need to 
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hold on to the old, including “(1) Change is a loss, (2) Change is uncertainty, (3) Change 
dissolves meaning, and (4) Change violates scripts, disrupting unconscious life plans” (Swanson 
& Holton, 2001, p. 299). 
There are many reasons why various stakeholders resist change. An effective leadership 
would properly address the upcoming change before attempting to implement the change in an 
attempt to explain to each stakeholder why the change is needed and the benefits to each 
stakeholder and to the organization itself. In the international Journal of Management & 
Information Systems article “Employee Resistance to Organizational Change,” Bateh, Castaneda, 
& Farah acknowledged there are many recurring issues involving employee resistance including 
but not limited to “resistance to change, readiness for change, leadership effectiveness, employee 
commitment and participation in change, and the roles and competencies needed to ensure the 
success of strategic change” (Bateh, Castaneda, & Farah, 2013, p. 113). The authors focused 
their review on the resistance to change, noting that “understanding of the resistance to change 
may enable managers to reduce conflict and increase collaboration” (Bateh, Castaneda, & Farah, 
2013, p. 113). Researchers identified that the success of change management depended on 
several fundamental issues, such as “organizational structure, availability of resources, vision 
and mission of the organization and employees’ willingness to work toward the change related 
goals” (Bateh, Castaneda, & Farah, 2013, p. 113).  
Researchers have also identified several reasons for resistance expounding that employee 
and management fail to possess the necessary knowledge and proper motivation to perceive and 
understand the dire need for change (Erwin, 2009).  In the article “Resistance to Change the Rest 
of the Story,” Ford, Ford, & D' Amelio argued that “resistance to change grows from broken 
agreements and trust violations” (Ford, Ford, & D' Amelio, 2008, p. 365).  The authors also 
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acknowledged that the lack of proper communication within an organization is detrimental to the 
success of the change and further contributes to the resistance in changing organizations. The 
authors also stated that some resistance perceived as a form of conflict had the possibility of 
improving quality within the organization if the proper communication channels were provided 
within the organization. 
Researchers identified promoting change readiness as being a pivotal concept essential in 
addressing change resistance. According to Weiner (2009), “readiness has been considered the 
fundamental precursor for implementing and managing productive change” (Weiner, 2009, p. 2). 
Bateh, Castaneda, and Farah (2013) cited Ford, Ford, and D’Amelio (2008) when they noted that 
many times a few employees may be more dedicated to relationships while other employees may 
be more dedicated to the structural components of an organization principally established on 
three principles identified as “efficiency, tradition, or creating an acceptable fit with partnering 
organizations” (Bateh, Castaneda, & Farah, 2013, p. 114). The researchers advised that both 
situations should be addressed during the implementation of an organizational change in order 
for the change to be successfully implemented.  
Persuading employees to accept the proposed change is not only difficult, at times it can 
seem virtually impossible. Researchers have compared the use of persuasion in an organization 
to the use of persuasion in a political campaign. “Like a political campaign, a persuasion 
campaign is largely one of differentiation from the past” (Garvin & Roberto, 2005, p. 2). The 
researchers emphasized that it is essential for the employees of an organization to understand that 
the proposed change is needed for the survival of the organization. Garvin and Roberto also cited 
that “the toughest challenge faced by leaders during a turnaround is to avoid backsliding into 
dysfunctional routines” (Garvin & Roberto, 2005, p. 8). Research has shown that it is essential to 
31 
 
the success of the implemented change and the organization for leaders to constantly reinforce 
organizational values and to lead by example to support their words. Garvin and Roberto (2005) 
also explained that there are four phases of a persuasion campaign listed as the following (Garvin 
& Roberto, 2005, p. 4): 
 Phase 1 – “Convince employees that radical change is imperative; 
demonstrate why the new direction is the right one”; 
 Phase 2 – “Position and frame preliminary plan; gather feedback, announce 
final plan”; 
 Phase 3 – “Manage employee mood through constant communication”; 
 Phase 4 – “Reinforce behavioral guidelines to avoid backsliding”. 
In the article “Building Theory about Evolution of Organizational Change Patterns”, the 
authors reiterated two primary issues in organizational resistance to change: (1) their normative 
embeddedness within their institutional context and (2) structures in the institutional sectors 
(Glor, 2014, p. 3). Bateh, Castaneda, and Farah (2013) cited Brisson and Banks when identifying 
that the success of change management depended on several leading issues such as 
“organizational structure, availability of resources, vision and mission of the organization and 
employee’s willingness to work toward the change related goals” (Bateh, Castaneda, & Farah, 
2013, p. 113). According to Brisson and Banks leaders who ignore the crucial issues needed for 
the success of the change were “guaranteed an uphill battle, if not a sure failure” (Bateh, 
Castaneda, & Farah, 2013, p. 113).  
Much research has addressed the various styles of leadership during the implementation 
of an organizational change. According to researchers, leadership’s role in providing support to 
the organization during the change period is critical.  A leader who is being obstructionist to the 
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organizational change can have detrimental effects on the process as leadership effectiveness has 
a direct impact on the organization’s change capabilities (Gilley, McMillan, & Gilley, 2009). 
Leaders in all organizations must have an understanding of how suggested change can and will 
impact the stakeholders / employees of an organization if they are to successfully implement the 
change. Leadership in any organization, small business, or unit is essential in the success not 
only within the unit/department, but also of the organization as a whole. According to 
researchers, the failure of leaders to develop essential basic measure of change readiness and a 
well-developed vision of change can easily and drastically curtail an organization's ability to 
enact and govern the desired outcome (Caldwell, Chatman, O'Reilly, Ormiston, & Lapiz, 2008). 
Researchers have presented well-documented reviews of why employees resist change, 
offered great suggestions essential to the success of an organization, and shown how addressing 
change is essential to leadership. According to Caldwell, Chatman, O’Reilly, Ormiston, and 
Lapiz (2008), all employees should be provided detailed information regarding the types, 
procedures, and ramifications of organizational transformation (Caldwell, Chatman, O'Reilly, 
Ormiston, & Lapiz, 2008). It is essential to have a proper line of communication with all 
employees so organizational leaders can prepare them for change, overcome resistance and 
obtain the buy-in needed to make the organizational change a success. Ford, Ford, & D' Amelio 
stated that the intransigence to change cultivates from “broken agreements and trust violations” 
(Ford, Ford, & D' Amelio, 2008, p. 365). For a leader to be valued, respected and trusted by 
followers, leaders must have and demonstrate these core values. 
The Need for Additional Research in Ethical Leadership 
Though a vast amount of research has been conducted on the subject of ethical 
leadership, many researchers note the need for additional research. Yukl wrote that “despite the 
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growing interest in ethical leadership, there is considerable disagreement about the appropriate 
way to define and assess it.  In a scientific discipline that values objectivity, even to discuss this 
subject causes some people to feel uneasy” (Yukl G. , 2006, p. 330). According to Brown and 
Mitchell, much additional research needs to be conducted in the area of ethical leadership. 
Brown and Mitchel state, “although researchers have made many discoveries, we suggest that 
there are many opportunities for future research.” (Brown & Mitchell, 2010, p. 604). 
Kahn (1990) delineated an agenda of research questions to assist in the production of 
“knowledge that strengthens the theory and practice of ethical conduct in organizations” and of 
ethical expressed as a “gap” in the concepts of ethical leadership and called to demonstrate 
“knowledge that strengthens both the theory and practice of ethical conduct in organizations” 
(Yukl G. , 2006, p. 338).  Ciulla (2004) identified the need for additional research in the field of 
ethical leadership and addressed how current research fails to address ethics framework. Ciulla 
indicated, “Leadership is a complex moral relationship between people, based on trust, 
obligations, commitment, emotion, and a shared vision of the good” (Ciulla J. B., 1998, p. xv). 
Hodgkinson (1991) expressed his concern that there is no comprehensive detailed theory linking 
the areas of ethics and leadership (Hodgkinson, 1991).  
Summary of Literature Review 
As demonstrated in the literature review, a limited amount of research has been 
performed in the area of ethical leadership with many differing versions of definitions, traits, and 
behaviors identified by various researchers. Although many researchers have identified various 
traits and behaviors of an ethical leader, many researchers possess differing opinions and beliefs 
as to what an ethical leader is and what core traits and behaviors actually are displayed by an 
ethical leader in higher education. Therefore, this creates a need for continued research to 
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identify the traits and behaviors of an ethical leader in higher education and the relationship 
between ethics and leadership. The following chapters investigate the traits and behaviors of an 





CHAPTER 3: METHODOLOGY 
Procedures 
The primary purpose of this study was to determine the traits and behaviors of an ethical 
leader as perceived by tenured and tenure-track faculty at a research university (RU/VH) in the 
southeastern portion of the United States. This chapter presents information regarding procedures 
that were utilized in conducting this study. Topics specifically address the population and 
sample, instrumentation, the data collection procedures, and the steps taken to analyze the data. 
Population and Sample 
The target population for this study was tenured and tenure track faculty at a research 
university (RU/VH) in the southeastern portion of the United States. The accessible population 
was defined as tenured and tenure-track faculty at one selected research university in the 
southeastern portion of the United States in the fall of the 2017-2018 academic year. The sample 
included one hundred percent (100%) of the defined accessible population. A total of 994 faculty 
(724 tenured and 270 tenure track) were identified as having met these criteria at the 
participating research university in the southeastern portion of the United States.  
The minimum sample size was determined utilizing Cochran’s sample size determination 
formula for continuous data (Cochran, 1977).  The information utilized in the formula included a 
seven point Likert-Type response scale, a two and a half percent acceptable margin of error, and 
an estimated standard deviation of one. A five percent risk that the actual margin of error 
exceeded the established margin of error was utilized. Utilizing the Cochran’s formula, a 





Sample size calculations include the following as described by Cochran (Cochran, 1977): 
 no= t² * s²     
                   d²           
  
no= (1.96) ² * (1) ²    
 (.175) ² 
 
no= 126      
 
n = no 
    
  _____      
      1+  no 




n = 126 
         1+ 126 
               994 
 
 n = 113 
 
Legend for the Cochran’s sample size determination formula is as follows: 
d² = acceptable margin of error of +/- 2.5%  
s² = estimated variance rate (1) 
t² = acceptable risk (.05) 
N = population size 
no = unadjusted sample size 
n = adjusted sample size  
Instrumentation 
The instruments utilized in this study consisted of two parts. Each part is described in the 
following points along with the establishment of content validity. 
1. The researcher created an instrument containing sixty-six (66) possible traits and 
behaviors of an ethical leader as identified through previous reports of empirical research.  
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2. The instrument containing the sixty-six (66) possible traits and behaviors of an 
ethical leader was distributed to a panel of twelve (12) experts who held a tenured and tenure-
track faculty position at a research university but were not part of the research sample. The panel 
of experts held expertise in leadership and were asked to circle “yes” next to the listed traits and 
behaviors if they believed it was an indicator of an ethical leader. The panel was asked to circle 
“No” next to the listed traits and behaviors if they believed it was not an indicator of an ethical 
leader. 
3. Of the twelve (12) distributed instruments, nine (9) responses (75%), were 
received from the panel members. The responses were summarized, and the items with a 
majority of “yes” indicators were utilized to create the second instrument that was distributed to 
the sample. 
4. The second researcher designed instrument contained forty-four (44) possible 
traits and behaviors of an ethical leader as identified by the expert panel. This instrument 
included a seven-point Likert-type response scale for the respondents to indicate the degree to 
which they believed the listed traits or behaviors were those of an ethical leader. The Likert-type 
scale contained the following responses: Strongly Disagree, Disagree, Somewhat Disagree, 
Neither Agree nor Disagree, Somewhat Agree, Agree, and Strongly Agree. The respondents 
were also allowed to type in additional comments and/or traits and behaviors not identified in the 
survey. The survey also contained a demographic section to allow the respondents to report 
selected personal characteristics such as gender, age, academic rank, and number of years as a 





Data collection for this study was administered as explained in the following steps. 
Step 1: The University Provost was contacted to obtain permission for the distribution of 
the survey through Qualtrics to University faculty members;  
Step 2: Once permission was received, the approved survey along with a cover letter and 
study information sheet was electronically distributed to the identified faculty members 
explaining the survey and with assurance of anonymity and confidentiality according to the 
selected university’s policy on human rights; 
Step 3: Prior to the administering of the instrument, the purpose of the study was 
explained in a cover letter attached to the survey when distributed; 
Step 4: The survey was distributed to faculty members identified for this study through 
the University licensed software Qualtrics for their response; 
Step 5: Identification of the participants for this survey was for distribution and follow-up 
purposes only and was not utilized for identification in any other manner;  
Step 6: Prior to any analysis, any potential identifiers were deleted; 
Step 7: A log was maintained through Qualtrics to identify the surveys received, the dates 
the surveys were received, and the surveys not received; 
Step 8: A list of comments documents on the surveys that are other than the Likert-type 
scale, was reviewed and maintained; 
Step 9: Data collection continued for four weeks: Monday through Friday with follow up 
occurring weekly after the initial survey distribution. An email was sent to the faculty members 
who had not completed the survey on a weekly basis, reminding them of the survey and 
requesting their participation;  
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Step 10: The researcher processed the received instruments, scored the instruments, 
tabulated the data, and performed statistical computations of the collected data. 
Ethical Considerations  
This research involved human subjects; therefore, it was necessary to ensure that ethical 
principles were applied during the study. An Application for exemption was applied for and 
granted from the Louisiana State University Institutional Review Board (IRB). (See Appendix 
B).  
Data Analysis 
The alpha level was set at .05 á priori. Procedures for the performance of the statistical 
analysis conducted are discussed by the following objectives. 
Objective one was to describe the tenure status faculty at a research university (RU/VH) 
on the following selected demographic characteristics: age, rank, years at the study institution, 
gender, and tenure/tenure track status. Those measured on a continuous scale were described 
using means and standard deviations. This includes age and years at the study institution. Those 
variables measured on a categorical scale (rank and gender) utilized frequencies and percentages 
to describe the participants. 
Objective two was to determine the traits of an ethical leader as perceived by tenured and 
tenure-track faculty at a research university (RU/VH) in the southeastern portion of the United 
States. This was determined through the utilization of a Likert-type scale and was measured 
using the mean and standard deviation of each item in the scale. Factor analysis was used to 
determine if any underlying constructs existed in the data. 
Objective three was to identify the behaviors of an ethical leader as perceived by tenured 
and tenure-track faculty at a research university (RU/VH) in the southeastern portion of the 
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United States. This was determined through the utilization of a Likert-type scale and was 
measured using the mean and standard deviation of each item in the scale. Factor analysis was 
used to determine if any underlying constructs existed in the data. 
Objective four was to determine if a relationship exists between the perceived traits and 
behaviors of an ethical leader and the following demographic characteristics: age, rank, years at 
the study institution, gender, and tenure status. The Pearson’s Product Moment Correlation 
Coefficients was used to measure the relationship of the perceived traits and behaviors with 
continuous variables. The t-test or ANOVA was used to measure the relationship with 
categorical variables. These comparative tests were used because of the ease of interpretation 
when examining categorical variables. 
Objective five was to determine if a model exists that explained a significant portion of 
the variance in perceived traits and behaviors of an ethical leader from the following 
demographic characteristics age, rank, years at the study institution, gender, and tenure status. 
Multiple regression analysis was utilized to regress the perceived traits and behaviors on the 
selected independent variables. Independent variables were input using stepwise entry since the 






CHAPTER 4: RESULTS 
The primary purpose of this study was to determine the traits and behaviors of an ethical 
leader as perceived by tenured and tenure-track faculty at a research university (RU/VH) in the 
southeastern portion of the United States. 
The following objectives were formulated to guide this research: 
1. To describe the tenured and tenure-track faculty at a research university (RU/VH) on the 
following selected demographic characteristics:  
a) Age; 
b) Rank; 
c) Years at the study institution; 
d) Gender; 
e) Tenure Status. 
2. To determine the traits of an ethical leader as perceived by tenured and tenure-track 
faculty at a research university (RU/VH) in the southeastern portion of the United States.  
3. To identify the behaviors of an ethical leader as perceived by tenured and tenure-track 
faculty at a research university (RU/VH) in the southeastern portion of the United States. 
4. To determine if a relationship exists between the perceived traits and behaviors of an 
ethical leader and the following demographic characteristics: 
a) Age; 
b) Rank; 
c) Years at the study institution; 
d) Gender; 
e) Tenure Status. 
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5. To determine if a model exists that explained a significant portion of the variance in 




c. Years at the study institution; 
d. Gender; 
e. Tenure Status. 
There were 994 faculty members, 724 tenured and 270 tenure-track, identified as having 
met the criteria of this study. Useable responses were received from 274 (27.57%) of these 
faculty. The results of each of these objectives are as follows: 
Objective One Results 
The first objective of this study was to describe tenure status faculty at a research 
university (RU/VH) on the following selected demographic characteristics:  
a. Age; 
b. Rank; 
c. Years at the study institution; 
d. Gender; 
e. Tenure Status. 
Age 
 
The first variable on which the faculty members were described was age. Of the 274 
respondents, 271 (27.26%) provided information to the question “What age category do you 
identify with?”  The largest group reported their age as being in the 40-49 year category (n = 75, 
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27.70%). The second largest group was in the 60-69 year category (n = 65, 24.00%). The 
complete responses regarding age are presented in Table 1. 
Table 1   Age of Tenured and Tenure-Track Faculty at a Research University (RU/VH) in the 
Southeastern Portion of the United States.  
Age Group Frequency a Percent 
20-29 1 0.40% 
30-39 52 19.20% 
40-49 75 27.70% 
50-59 61 22.50% 
60-69 65 24.00% 
70 and Above 17 6.30% 
Total 271 100% 
a Three respondents did not provide information regarding their age. 
Rank 
The second variable on which the faculty members were described was rank. Of the 274 
faculty members who completed the survey, 272 responded to the question “What is your 
academic ranking?” The largest group reported their rank as being a Professor (n = 135, 
49.60%). The second largest group reported their rank as an Assistant Professor (n =71, 26.10%). 
The smallest group reported their rank as an Associate Professor (n =66, 24.30%). 
Years at the Study Institution 
The third variable on which the faculty members were described was years at the study 
institution. Of the 274 faculty members who completed the survey, 272 responded to the 
question “How many years of service do you have as a faculty member at the University?” The 
largest group reported their years of service as being in the 0-9 year’s category (104, 38.20%). 
The second largest group reported their years of service as being in the 10-19 years category (83, 
30.50%). The smallest group reported their years of service as being in the 40 and above 




Table 2   Years of Service of Tenured and Tenure-Track Faculty at a Research University 
(RU/VH) in the Southeastern Portion of the United States. 
Years of Service Frequency a  Valid Percent 
0-9 104 38.20% 
10-19 83 30.50% 
20-29 40 14.70% 
30-39 40 14.70% 
40 and Above 5 1.80% 
Total 272 100% 
a Two respondents did not provide information regarding years of service. 
Gender 
The fourth variable on which the faculty members were described was gender. Of the 274 
faculty members who completed the survey, 272 responded to the question “What is your 
gender?” Of the 272 responding faculty members, 92 (33.80%) identified as a female and 180 
(66.20%) identified as a male.  
Tenure Status 
The fifth variable on which the faculty members were described was Tenure Status. Of 
the 274 faculty members who completed the survey, 272 responded to the question “What is 
your tenure status?” Of the 272 responding faculty members, 204 (75.00%) identified as tenured 
and 68 (25.00%) identified as not tenured but on a tenure-track.  
Objective Two Results 
The second objective of the study was to identify the traits of an ethical leader as 
perceived by tenured and tenure-track faculty at a research university (RU/VH) in the 
southeastern portion of the United States. Useable responses were received from 274 faculty 
members who completed the survey. 
The respondents were presented with 24 possible traits of an ethical leader as validated 
by an expert panel. The instrument included a seven-point Likert-type response scale for the 
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respondents to indicate the degree to which they agreed the listed traits were those of an ethical 
leader. The Likert-type response scale contained the following responses: Strongly Disagree, 
Disagree, Somewhat Disagree, Neither Agree nor Disagree, Somewhat Agree, Agree, and 
Strongly Agree. The researcher developed an interpretive scale from the response scale with the 
following categories: Strongly Agree (6.50-7.00), Agree (5.50-6.49), Somewhat Agree (4.50-
5.49), Neither Agree or Disagree (3.51-4.49), Somewhat Disagree (2.51-3.50), Disagree (1.51-
2.50), and Strongly Disagree (1.00-1.50).  Six of the traits had mean ratings that were in the 
“strongly agree” category. Eighteen of the traits had mean ratings that were in the “Agree 
Category”.  
Of the possible traits of an ethical leader, the trait with which the respondents most 
strongly agreed was “Integrity” with a mean of 6.70 (SD =.703). The trait which the second 
highest level of agreement was “Honesty” with a mean of 6.69 (SD =.735). The trait with the 
third highest level of agreement was “Responsibility” with a mean of 6.600 ((SD =.759). The 
trait with which the respondents had the lowest level of agreement was “Diplomatic” with a 
mean of 5.575 (SD = 1.221). The complete responses are presented in Table 3. 
To further examine the perceived traits of an ethical leader as perceived by tenured and 
tenure-track faculty at a research university the researcher conducted a factor analysis to 
determine if underlying constructs existed in the scale. The researcher first examined the items 
for degree of deviation from normality using the Shapiro-Wilks test. The measure of sampling 
adequacy was examined for both individual items and the overall scale. All data met the 
assumptions for use of factor analysis. The procedure used in conducting the factor analysis was 




Table 3   Traits of an Ethical Leader as Perceived by Tenured and Tenure-Track Faculty at a 
Research University (RU/VH) in the Southeastern Portion of the United States. 





Integrity 267 a 6.700 0.703 Strongly Agree 
Honesty 270 b  6.690 0.735 Strongly Agree 
Responsibility 269 c 6.600 0.759 Strongly Agree 
Knows Right from Wrong 269 c 6.590 0.888 Strongly Agree 
Fairness 270 b 6.590 0.899 Strongly Agree 
Free from Prejudice 270 b 6.520 0.923 Strongly Agree 
Dependable 270 b 6.380 1.027 Agree 
Has High Moral Standards 269 c 6.370 1.035 Agree 
Thoughtful 269 c 6.280 0.955 Agree 
Mature 269 c 6.270 0.949 Agree 
Open Minded 268 d 6.260 0.989 Agree 
Competent 269 c 6.230 1.169 Agree 
Diligent 267 a 6.190 1.012 Agree 
Authentic 271 e 6.180 1.095 Agree 
Honor 270 b 6.160 1.200 Agree 
Consistent 270 b 6.140 1.125 Agree 
Disciplined 270 b 6.120 1.063 Agree 
Has Common Sense 269 c 5.980 1.241 Agree 
Empathetic 270 b 5.930 1.213 Agree 
Personal Courage 269 c 5.880 1.146 Agree 
Courageous 269 c 5.790 1.252 Agree 
Humility 270 b 5.680 1.328 Agree 
Kindness 268 d 5.660 1.272 Agree 
Diplomatic 269 c 5.575 1.221 Agree 
a Seven participants did not respond to this item.  
b  Four participants did not respond to this item. 
c Five participants did not respond to this item. 
d Six participants did not respond to this item. 
e Three participants did not respond to this item. 
 
To determine the number of factors to be extracted from the scale responses, the 
researcher used a combination of the latent root criterion and the scree plot technique. Initially, 
the factor analysis was computed without restrictions on the number of factors extracted with the 
default minimum value of 1.00 on the latent root criterion. The scree plot was used to identify 
the optimum number of factors for extraction. This was accomplished by identifying the most 
pronounced bend in the scree plot curve. The optimum number of factors was determined to be 
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two, plus or minus one. Each of these number of factors was then computed and examined for 
three criteria. First, the loadings for items in each of the factors extracted were examined to 
determine that they met the minimum acceptable loading criteria as specified by Hair, Anderson, 
Tatham, & Black (2006). For exploratory research Hair, Anderson, Tatham, and Black (2006) 
suggested that this criterion may be as low as .30. The researcher also examined the analysis for 
inefficient factors. Inefficient factors include only one or two items. If the purpose of the analysis 
is to identify underlying constructs in the data, constructs with only one or two items are of little 
benefit to the researcher. Lastly, the researcher examined each of the analyses for the presence of 
significant cross-loadings in the data. If an item loads significantly on multiple factors in a factor 
analysis, it is possible that the item was perceived differently by different individuals or groups 
in the responding audience. Using a combination of these three criteria the researcher determined 
that the optimum number of factors to be extracted from this scale was two. The first sub-scale 
extracted was labeled "Interactional Values" and contained sixteen items. The second sub-scale 
extracted was labeled "Personal Values" and contained eight items. The results of the factor 
analysis are presented in Table 4. 
An overall Traits Interactional Values sub-scale score was computed as the mean of 
sixteen items in the sub-scale. The mean of these scores was 6.567 (SD = .513), and the value 
ranged from 1.00 to 7.00. An overall Traits Personal Values sub-scale score was also computed 
as the mean of the eight items that belong to that sub-scale. The mean of these scores was 6.083 






Table 4   Factor Analysis of Traits of an Ethical Leader as Perceived by Tenured and Tenure-
Track Faculty at a Research University (RU/VH) in the Southeastern Portion of the United 
States. 
Sub-scale – Interactional 
Values 
Factor 1 Loadings Factor 2 Loadings 
Diligent 0.789 0.079 
Competent 0.763 0.045 
Disciplined 0.762 0.135 
Courageous 0.684 0.177 
Kindness 0.668 0.306 
Diplomatic 0.660 0.064 
Mature 0.650 0.163 
Has Common Sense 0.623 0.291 
Thoughtful 0.616 0.220 
Empathetic 0.610 0.328 
Humility 0.608 0.290 
Personal Courage 0.590 0.263 
Authentic 0.578 0.279 
Open Minded 0.566 0.390 
Dependable 0.563 0.250 
Consistent 0.561 0.303 
Sub-scale – Personal Values Factor 1 Loadings Factor 2 Loadings 
Honesty 0.192 0.784 
Knows Right from Wrong 0.068 0.762 
Integrity 0.267 0.652 
Fairness 0.175 0.635 
Has High Moral Standards 0.226 0.623 
Free from Prejudice 0.075 0.614 
Honor 0.363 0.581 
Responsibility 0.415 0.527 
Note. 47.919% of the variance explained by the extracted factors. 
Objective Three Results 
The third objective of the study was to identify the behaviors of an ethical leader as 
perceived by tenured and tenure-track faculty at a research university (RU/VH) in the 
southeastern portion of the United States. 
The respondents were presented with 20 possible behaviors of an ethical leader validated 
by an expert panel. The instrument included a seven-point Likert-type response scale for the 
respondents to indicate the degree to which they agreed the listed behaviors were those of an 
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ethical leader. The Likert-type response scale contained the following responses: Strongly 
Disagree, Disagree, Somewhat Disagree, Neither Agree nor Disagree, Somewhat Agree, Agree, 
and Strongly Agree. The researcher developed an interpretive scale from the response scale with 
the following categories: Strongly Agree (6.50-7.00), Agree (5.50-6.49), Somewhat Agree (4.50-
5.49), Neither Agree or Disagree (3.51-4.49), Somewhat Disagree (2.51-3.50), Disagree (1.51-
2.50), and Strongly Disagree (1.00-1.50).  One of the behaviors had a mean rating that was in the 
“Strongly Agree” category. Eighteen (90%) of the behaviors had a mean rating that was in the 
“Agree Category”. One of the behaviors had a mean rating that was in the “Somewhat Agree 
Category”.  
Of the possible behaviors of an ethical leader, the behavior with which the respondents 
most strongly agreed was “Accepts Responsibility” with a mean of 6.810 (SD =.633). The lowest 
rated behavior with which the respondents last agreed was “Respect for Authority” with a mean 
of 5.420 (SD = 1.402). The complete responses are presented in Table 5. To further examine the 
behaviors of an ethical leader as perceived by tenured and tenure-track faculty at a research 
university the researcher conducted a factor analysis to determine if underlying constructs 
existed in the scale. The researcher first examined the items for degree of deviation from 
normality using the Shapiro-Wilks test. The measure of sampling adequacy was examined for 
both individual items and the overall scale. All data met the assumptions for use of factor 
analysis. The procedure used in conducting the factor analysis was principal components 
analysis with varimax rotation. 
To further determine the number of factors to be extracted from the scale responses, the 
researcher used a combination of the latent root criterion and the scree plot technique. Initially, 
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the factor analysis was computed without restrictions on the number of factors extracted with the 
default minimum value of 1.00 on the latent root criterion.  
Table 5   Behaviors of an Ethical Leader as Perceived by Tenured and Tenure-Track Faculty at a 
Research University (RU/VH) in the Southeastern Portion of the United States. 
Behavior N Mean Standard Deviation 
Interpretive 
Category 
Accepts Responsibility  271 a 6.810 0.633 Strongly Agree 
Accepts Constructive Criticism  271 a 6.440 0.968 Agree 
Respect for Subordinates  269 b 6.420 0.925 Agree 
Respect for Others  268 c  6.410 0.946 Agree 
Maintains Confidentiality  269 b 6.410 0.983 Agree 
Respect for Students  269 b 6.390 0.943 Agree 
Respect for Peers  269 b 6.330 0.925 Agree 
Respect for Faculty  269 b 6.300 1.017 Agree 
Public Interest Ahead of Self  268 c 6.280 0.951 Agree 
Strives to Serve  269 b 6.200 1.023 Agree 
Leads by Example  269 b 6.190 1.057 Agree 
Good Listener  269 b 6.140 1.098 Agree 
Practicing Academic Values  268 c 6.110 1.099 Agree 
Exhibits Character  269 b 6.100 1.174 Agree 
Respect for Property  269 b 6.030 1.092 Agree 
Obeys the Rules  269 b 5.910 1.217 Agree 
Inspires Others  270 d 5.890 1.249 Agree 
Professional Excellence  269 b 5.820 1.181 Agree 
Creates a vision for others to follow  268 c 5.820 1.213 Agree 
Respect for Authority  267 e 5.420 1.402 Somewhat Agree 
a Three participants did not respond to this item. 
b Five participants did not respond to this item. 
c Six participants did not respond to this item. 
d Four participants did not respond to this item. 
e Seven participants did not respond to this item. 
 
The scree plot was used to identify the optimal number of factors for extraction. This 
measure was accomplished by identifying the most pronounced bend in the scree plot curve. The 
optimal number of factors was determined to be two, plus or minus one. Each of these number of 
factors was then computed and examined for three criteria. First, the loadings for items in each of 
the factors extracted were examined to determine that they met the minimum acceptable loading 
criteria as specified by Hair, Anderson, Tatham, & Black (2006). For exploratory research Hair, 
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Anderson, Tatham, and Black (2006) suggested that this criterion may be as low as .30. The 
researcher also examined the analysis for inefficient factors. Inefficient factors include only one 
or two items. If the purpose of the analysis is to identify underlying constructs in the data, 
constructs with only one or two items are of little benefit to the researcher.   Finally, the 
researcher examined each of the analyses for the presence of significant cross-loadings in the 
data. If an item loaded significantly on multiple factors in a factor analysis, it could be likely that 
the item was perceived differently by different individuals or groups in the responding audience. 
Utilizing a combination of these three criteria the researcher determined that the optimal number 
of factors to be extracted from this scale was two. The first sub-scale extracted was labeled 
"Interactional Values" and contained nine items. The second sub-scale extracted was labeled 
"Personal Values" and contained eleven items. The results of the factor analysis are presented in 
Table 6. 
Table 6   Factor Analysis of Behaviors of an Ethical Leader as Perceived by Tenured and 
Tenure-Track Faculty at a Research University (RU/VH) in the Southeastern Portion of the 
United States. 
Sub-scale - Interactional Values Factor 1 Loadings Factor 2 Loadings 
Respect for Others 0.868 0.206 
Respect for Subordinates 0.839 0.206 
Respect for Students 0.804 0.254 
Respect for Faculty 0.780 0.320 
Respect for Peers 0.772 0.369 
Accepts Responsibility 0.525 0.077 
Accepts Constructive Criticism 0.520 0.172 
Leads by Example 0.504 0.444 
Good Listener 0.484 0.453 
Sub-scale - Personal Values Factor 1 Loadings Factor 2 Loadings 
Respect for Authority 0.124 0.753 
Professional Excellence 0.286 0.740 
Creates a vision for others to follow 0.200 0.637 
Obeys the Rules 0.001 0.634 
Strives to Serve 0.284 0.627 
(Table 6 continued) 
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(Table 6 continued) 
Sub-scale - Personal Values Factor 1 Loadings Factor 2 Loadings 
Inspires Others 0.531 0.572 
Practicing Academic Values 0.274 0.568 
Respect for Property 0.355 0.507 
Exhibits Character 0.203 0.478 
Maintains Confidentiality 0.199 0.437 
Public Interest Ahead of Self 0.358 0.375 
Note. 49.296% of variance explained by the extracted factors. 
An overall Behaviors Interactional Values sub-scale score was computed as the mean of 
nine items in the sub-scale. The mean of these scores was 6.426 (SD = .611), and the value 
ranged from 1.00 to 7.00. An overall Behaviors Personal Values sub-scale score was computed 
as the mean of the eleven items that belong to that sub-scale. The mean of these scores was 6.039 
(SD = .680), and the values ranged from 1.00 to 7.00. 
Objective Four Results 
The fourth objective was to determine if a relationship exist, and between the perceived 
traits and behaviors of an ethical leader and the following demographic characteristics: 
a) Age; 
b) Rank; 
c) Years at the Study Institution; 
d) Gender; 
e) Tenure Status. 
Age 
To assist in determining if relationships existed between perceived traits and behaviors 
sub-scale scores among tenured and tenure-track faculty at a research university (RU/VH) in the 
southeastern portion of the United States and the demographics measured as ordinal variables, 
the researcher utilized the Kendall’s Tau Correlation Coefficient for the analysis. The first of 
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these variables was Traits Interactional Values Sub-Scale Scores and a total of four variables 
were included in this analysis. The researcher utilized Davis Descriptors (Davis, 1977) to 
provide a substantive interpretation of the correlations. All four of the variables, were found to 
have a statistically significant relationship with the variable age. The highest of these 
relationships was with the sub-scale score Trait Interactional Values Sub-Scale Scores (r =.20, p 
= < .001), see Table 7. The nature of this relationship was such that individuals who were older 
tended to have higher Trait Interactional Values Sub-Scale Scores.  
Table 7   Relationship Between Perceived Traits and Behaviors and Age of Tenured and Tenure-
Track Faculty at a Research University (RU/VH) in the Southeastern Portion of the United 
States. 
Traits and Behaviors Values 
Sub-Scale Scores 
N r a p int b 
Traits Interactional Values Scores 268 0.20 <.001 L 
Behaviors Personal Values Scores 268 0.16 0.001 L 
Traits Personal Values Scores 269 0.14 0.003 L 
Behaviors Interactional Values Scores 269 0.10 0.029 L 
a Kendalls’ Tau Correlation Coefficient.  
b Interpretive Scale: .70 or higher = very strong relationship (V); .50-.69 = substantial 
relationship (S); .30-.49 = moderate relationship (M); .10-.29 = low relationship (L); and .09 or 
lower = negligible relationship (N) (Davis, 1977).  
 
Rank 
To assist in determining if relationships existed between the sub-scale scores of perceived 
traits and behaviors at a research university (RU/VH) in the southeastern portion of the United 
States and the academic rank which was measured as categorical data with more than two 
categories, the researcher utilized the one-way analysis of variance (ANOVA). This technique 
was chosen for ease of interpretation of the relevant findings.  A total of four leadership sub-
scale scores were compared by the categories of the variable rank.  None of these comparisons 




Table 8   Relationship Between Perceived Traits and Behaviors and Rank of Tenured and 
Tenure-Track Faculty at a Research University (RU/VH) in the Southeastern Portion of the 
United States. 
Traits and Behaviors Values  
Sub-Scale Scores 
df F p 
Traits Interactional Values Scores 2, 266  1.308 0.261 
Behaviors Interactional Values Scores 2, 267   1.444 0.296 
Behaviors Personal Values Scores 2, 266  1.331 0.372 
Traits Personal Values Scores 2, 267  0.863 0.537 
 
Years at the Study Institution 
To determine if relationships existed in perceived traits and behaviors sub-scale scores 
among tenured and tenure-track faculty at a research university (RU/VH) in the southeastern 
portion of the United States and the demographics measured as ordinal variables, the researcher 
utilized the Kendall’s Tau Correlation Coefficient procedure for the analysis. A total of four 
variables were included in this analysis. The researcher utilized the Davis’ (1979) Descriptors to 
interpret the correlations. Of the four measured variables, only one (Traits Interactional Values 
Sub-Scale Scores) was found to be significantly related to the variable “years at the study 
institution.” This relationship was r = .10 (p = .033) indicating, that the faculty that had been at 
this university longer tended to have higher perceptions regarding the Traits Interactional Values 
Scores. (See Table 9). 
Table 9   Relationship Between Perceived Traits and Behaviors and Years at the Study 
Institution of Tenured and Tenure-Track Faculty at a Research University (RU/VH) in the 
Southeastern Portion of the United States. 
Traits and Behaviors Values  
Sub-Scale Scores 
N r a p int b 
Traits Interactional Values Scores 269  0.104 0.033 L 
Behaviors Personal Values Scores 269  0.087 0.065 N 
Traits Personal Values Scores 270  0.037 0.422 N 
Behaviors Interactional Values Scores 270  0.029 0.534 N 
a Kendalls’ Tau Correlation Coefficient.  
b Interpretive Scale: .70 or higher = very strong relationship (V); .50-.69 = substantial 
relationship (S); .30-.49 = moderate relationship (M); .10-.29 = low relationship (L); and .09 or 




To determine if relationships existed between the sub-scale scores of perceived traits and 
behaviors at a research university (RU/VH) in the southeastern portion of the United States and 
the demographic of gender, the researcher utilized the independent t-test procedure. This 
procedure was chosen for ease of interpretation of the relevant findings. A total of four variables 
were included in this analysis. Of these four variables, Behaviors Interactional Values Sub-Scale 
Scores and Traits Personal Values Sub-Scale Scores were found to be significantly different by 
categories of the demographic “Gender.” In the variable Behaviors Interactional Values Scores 
(t268 = 3.29, p =.001), females had a mean of 6.508 (SD = .454) while males had a mean of 6.241 
(SD = .876).  In the variable Traits Personal Values Scores females had a mean of 6.244 (SD = 
.567) while males had a mean of 5.943 (SD = .924).  (See Table 10).  
Table 10  Relationship Between Perceived Traits and Behaviors and Gender of Tenured and 
Tenure-Track Faculty at a Research University (RU/VH) in the Southeastern Portion of the 
United States. 
Traits and Behaviors Values 
Scores 
Gender N M t  df p 
  Female 92 6.508       
Behaviors Interactional Values 
Scores a 
   3.289 268 0.001 
  Male  178 6.241       
  Female 92 6.244       
Traits Personal Values  
Scores a 
   3.313 260 0.001 
  Male  178 5.943       
  Female 92 6.584     
Traits Interactional Values 
Scores  
   0.954 267 0.341 
  Male  177 6.498       
  Female 92 6.100       
 Behaviors Personal Values 
Scores  
   1.666 267 0.097 
  Male  177 5.925       




To determine if relationships existed between the sub-scale scores of perceived traits and 
behaviors at a research university (RU/VH) in the southeastern portion of the United States and 
the demographics of tenure status, the researcher utilized the independent t-test procedure. This 
procedure was chosen for ease of interpretation of the relevant findings. When the results of the 
t-tests were examined, no significant differences were found in the sub-scale scores by categories 
of tenure status (See Table 11). 
Table 11  Relationship Between Perceived Traits and Behaviors and Tenured and Tenure-Track 
Faculty at a Research University (RU/VH) in the Southeastern Portion of the United States. 




N M t df p 
 Tenured 201 6.570    
Traits Interactional 
Values Scores 








Tenured 201 6.021    




68 5.879    
Traits Personal Values 
Scores 
Tenured 202 6.059 
0.447 268 0.655 
   






Tenured 202 6.343    
 0.420 268 .675 
Tenure-
Track 
68 6.298    
Note. Equal variances not assumed. 
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Objective Five Results 
The fifth objective of this study was to determine if a model exists that explained a 
significant portion of the variance in perceived traits and behaviors of an ethical leader from the 
following demographic characteristics age, rank, years at the study institution, gender, and tenure 
status. The variables that were treated as the dependent variables in this analysis included the 
four sub-scales (two traits and two behaviors) identified in objectives two and three. 
To accomplish this objective multiple regression analyses were performed. This was 
accomplished by using Behaviors Interactional Values Scores, Behaviors Personal Values 
Scores, Traits Interactional Values Scores, and Traits Personal Values Scores as the dependent 
variables. The other variables were treated as independent variables including the demographics 
of age, rank, years at the study institution, gender, and tenure status. Stepwise entry of the 
variables was used due to the explanatory nature of the study. In these regression equations 
variables were added that increased the explained variance by one percent or more as long as the 
overall regression model remained significant. 
Behavior Interactional Values Scores 
In conducting the multiple regression analysis, one of the variables to be treated as an 
independent variable was categorical in nature and had to be prepared as a dichotomous variable 
in preparation for entry into the analysis. This variable was “Rank.” Gender and Tenure Status 
were also categorical but since they were dichotomous, they did not need to be restructured. The 
“Rank” was established as separate dichotomous variables with the participants classified as 
either having or not having the characteristics. For example, subjects were classified as either 
Assistant Professor or not, Associate Professor or not, or Professor or not.  
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The first step in conducting the regression analysis was to examine the overall bivariate 
correlations between the dependent variable Behaviors Interactional Values Scores and the seven 
independent variables in the analysis. Examination of this data revealed that the highest 
correlation with Behaviors Interactional Values Scores was with the variable of “Gender” (r =-
.154, p = .006). Overall, two of the seven independent variables were found to be significantly 
related to Behaviors Interactional Values Scores.  (See Table 12). 
Table 12  Relationship between Behaviors Interactional Values Scores and Selected 
Demographic Characteristics of Tenured and Tenure-Track Faculty at a Research University 
(RU/VH) in the Southeastern Portion of the United States. 
Behaviors Interactional  
Values Scores 
r n p 
Gender -0.154 267 0.006 
Age 0.105 267 0.043 
Rank - Assistant -0.091 267 0.07 
Tenure Status -0.089 267 0.072 
Rank - Associate 0.074 267 0.113 
Years of service at same university 0.039 267 0.264 
Rank - Professor 0.016 267 0.398 
 
These two variables explained 4.1% of the variance in Behaviors Interactional Values 
Scores. The nature of the influence of these variables was such that female participants (coded 1) 
tended to have higher Behaviors Interactional Values Scores. Additionally, older participants 
tended to have higher scores on the Behaviors Interactional Values Scores measure.  
Results of the Multiple Regression Analysis are presented in Table 13 utilizing Behaviors 
Interactional Values Score as the dependent variable. “Gender” was the first variable entered into 
the regression model with an R square of .024 (p = .012). “Gender” explained 2.4% of the 
variance of the Behaviors Interactional Values Score. The second variable that entered in the 
regression model was “Age.” With an R square change of .017 (p = .032).  
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Table 13  Multiple regression analysis of Behaviors Interactional Values Scores on Selected 
Demographic Characteristics of Tenured and Tenure-Track Faculty at a Research University 
(RU/VH) in the Southeastern Portion of the United States. 
ANOVA 
Source of Variation df MS F p 
Regression 2 1.779 5.586 0.004 
Residual 264 0.318    














Age 0.024 0.024 6.442 0.012 -0.174 
Gender 0.041 0.017 4.642 0.032 0.131 
Variables Not In Equation 
Variables t p 
Rank - Professor 0.918 0.359 
Rank - Assistant -0.798 0.425 
Tenure Status -0.725 0.469 
Years of service at same 
university 
-0.718 0.473 
Rank - Associate -0.336 0.737 
 
Behavior Personal Values Scores 
To accomplish the second part in this objective multiple regression analysis was 
performed. This was accomplished by using Behaviors Personal Values Scores, as the dependent 
variable. The other variables were treated as independent variables including the demographics 
of age, rank, years at the study institution, gender, and tenure status. Stepwise entry of the 
variables was used due to the explanatory nature of the study. In these regression equations 
variables were added that increased the explained variance by one percent or more as long as the 
overall regression model remained significant. 
In conducting the multiple regression analysis, one of the variables to be treated as an 
independent variable was categorical in nature and had to be prepared as dichotomous variables 
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in preparation for entry into the analysis. This variable was “Rank.” Gender and Tenure Status 
were also categorical but since they were dichotomous, and they did not need to be restructured. 
The “Rank” was established as a separate dichotomous variable with the participants classified 
as either having or not having the characteristic.  
The next step in performing the regression analysis was to examine the overall bivariate 
correlations between the dependent variable Behaviors Personal Values Scores and the seven 
independent variables in the analysis. Examination of this data revealed that the highest 
correlation with Behaviors Personal Values Scores was the variable of “Age” (r = .214, p = < 
.001). Overall, three of the seven independent variables were found to be significantly related to 
Behaviors Personal Values Scores. (See Table 14). 
Table 14  Relationship between Behaviors Personal Values Scores and Selected Demographic 
Characteristics of Tenured and Tenure-Track Faculty at a Research University (RU/VH) in the 
Southeastern Portion of the United States. 
Behavior Personal Values Scores r n p 
Age 0.214 266 < .001 
Rank - Professor 0.151 266 0.007 
Years of service at same university 0.146 266 0.009 
Tenure Status -0.121 266 0.024 
Rank - Assistant -0.117 266 0.028 
Gender -0.081 266 0.095 
Rank - Associate -0.054 266 0.189 
 
Results of the Multiple Regression Analysis are presented in Table 15 utilizing Behaviors 
Personal Values Scores as the dependent variable. “Age” was the first variable entered into the 
regression model with an R square of .046 (p = < .001). “Age” explained 4.6% of the variance of 
the Behaviors Personal Values Scores. The second variable that entered in the regression model 
was “Gender” with an R square change of .013 (p = .059).  
These two variables explained 5.9% of the variance in Behaviors Personal Values Score. 
The nature of the influence of these variables was such that older participants tended to have 
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higher Behaviors Personal Values Scores. Additionally, female (coded 1) participants tended to 
have higher scores on the Behaviors Personal Values Scores measure. 
Table 15  Multiple Regression Analysis of Behaviors Personal Scores on Selected Demographic 
Characteristics of Tenured and Tenure-Track Faculty at a Research University (RU/VH) in the 




df MS F p 
Regression 2 3.807 8.214 <.001 
Residual 263 0.463   















Age 0.046 0.046 12.713 < .001 0.231 
Gender 0.059 0.013 3.591 0.059 -0.115 
Variables Not In Equation 
Variables t p 
Rank - Associate -1.133 0.258 
Rank - Professor 0.943 0.347 
Rank - Assistant 0.351 0.726 
Tenure Status 0.281 0.779 
Years of service at same university -0.220 0.826 
 
Traits Interactional Values Scores 
 
To accomplish this objective multiple regression analysis was performed. This was 
accomplished by Traits Interactional Values Scores, as the dependent variables. The other 
variables were treated as independent variables including the demographics of age, rank, years at 
the study institution, gender, and tenure status. Stepwise entry of the variables was used due to 
the explanatory nature of the study. In these regression equations variables were added that 




In conducting the multiple regression analysis, one of the variables to be treated as an 
independent variable was categorical in nature and had to be prepared as dichotomous variables 
in preparation for entry into the analysis. This variable was “Rank.” Gender and Tenure Status 
were also categorical but since they were dichotomous, and they did not need to be restructured. 
The “Rank” was established as a separate dichotomous variable with the participants classified 
as either having or not having the characteristics. For example, subjects were classified as either 
Assistant Professor or not, Associate Professor or not, or professor or not. 
The next step in performing the regression analysis was to examine the overall bivariate 
correlations between the dependent variable Traits Interactional Values Score and the seven 
independent variables in the analysis. Examination of this data revealed that the highest 
correlation with Traits Interactional Values Score was the variable “Age” (r =.274, p = < .001). 
Overall, five of the seven independent variables were found to be significantly related to Traits 
Interactional Values Score. (See Table 16). 
Table 16  Relationship between Traits Interactional Values Scores and Selected Demographic 
Characteristics of Tenured and Tenure-Track Faculty at a Research University (RU/VH) in the 
Southeastern Portion of the United States. 
Traits Interactional Values Scores r n p 
Age 0.274 266 < .001 
Tenure Status -0.213 266 < .001 
Rank - Assistant  -0.207 266 < .001 
Rank - Professor 0.182 266 0.001 
Years of service at same university 0.181 266 0.002 
Gender -0.008 266 0.450 
Rank - Associate 0.001 266 0.492 
Results of the Multiple Regression Analysis are presented in Table 17 utilizing Traits 
Interactional Values Score as the dependent variable. “Age” was the only variable that entered 
the regression model with an R square of .075 (p = < .001). “Age” explained 7.5% of the 
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variance of the Traits Interactional Values Scores. The nature of the influence of this variable 
was such that older participants tended to have higher Traits Interactional Values Scores.  
Table 17  Multiple Regression Analysis of Traits Interactional Values Scores on Selected 
Demographic Characteristics of Tenured and Tenure-Track Faculty at a Research University 
(RU/VH) in the Southeastern Portion of the United States. 
ANOVA 
Source of Variation df MS F p 
Regression 1 4.709 21.361 <.001 
Residual 264 0.220    














Age 0.075 0.075 21.361 <.001 0.274 
Variables Not In Equation 
Variables t p 
Gender -0.816 0.415 
Years of service at same university -0.741 0.459 
Tenure Status -0.708 0.480 
Rank - Assistant -0.560 0.576 
Rank - Professor 0.437 0.663 
Rank - Associate 0.019 0.985 
Traits Personal Values Scores 
To accomplish the next part of the objective, multiple regression analysis was performed 
using Traits Personal Values Score as the dependent variable. The other variables were treated as 
independent variables and included the demographics of age, rank, years at the study institution, 
gender, and tenure status. Stepwise entry of the variables was used due to the explanatory nature 
of the study. In this regression analysis variables were included if they increased the explained 
variance by one percent or more as long as the overall regression model remained significant. 
In conducting the multiple regression analysis, one of the variables to be treated as an 
independent variable was categorical in nature and had to be prepared as dichotomous variables 
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in preparation for entry into the analysis. This variable was “Rank.” Gender and Tenure Status 
were also categorical but since they were dichotomous, they did not need to be restructured. 
“Rank” was established as three separate dichotomous variables with the participants classified 
as either having or not having the characteristics.  
The next step in conducting the regression analysis was to examine the overall bivariate 
correlations between the dependent variable Traits Personal Values Score and the seven 
independent variables in the analysis. Examination of this data revealed that the characteristic 
with the highest correlation with Traits Personal Values Score was the variable “Gender” (r =-
.163, p = .004). Overall, two of the seven independent variables were found to be significantly 
related to Traits Personal Values Score (See Table 18). 
Results of the Multiple Regression Analysis are presented in Table 19 utilizing Traits 
Personal Values Scores as the dependent variable. “Gender” was the first variable entered into 
the regression model with an R square of .026 (p = .008). “Gender” explains 2.6% of the 
variance of the Traits Personal Values Scores. The second variable that entered in the regression 
model was “Age” with an R square change of .031 (p = .008).  
Table 18  Relationship Between Traits Personal Values Scores and Selected Demographic 
Characteristics of Tenured and Tenure-Track Faculty at a Research University (RU/VH) in the 
Southeastern Portion of the United States. 
Traits Personal Values Scores r n p 
Gender -0.163 267 0.004 
Age 0.149 267 0.008 
Tenure Status -0.065 267 0.145 
Rank - Assistant  -0.058 267 0.172 
Years of service at same university 0.056 267 0.181 
Rank - Associate 0.048 267 0.217 
Rank - Professor 0.010 267 0.435 
 
These two variables explained 5.7% of the variance in Traits Personal Values Scores. The 
nature of the influence of these variables was such that female participants (coded 1) tended to 
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have higher Traits Personal Values Score. Additionally, older participants tended to have higher 
scores on the Traits Personal Values Score measure. 
Table 19  Multiple Regression Analysis of Traits Personal Score on Selected Demographic 
Characteristics of Tenured and Tenure-Track Faculty at a Research University (RU/VH) in the 
Southeastern Portion of the United States. 
ANOVA 
Source of Variation df MS F p 
Regression 2 3.836 7.99 <.001 
Residual 264 0.479    














Gender 0.026 0.026 7.203 0.004 -0.189 
Age 0.057 0.031 8.589 0.008 0.177 
Variables Not In Equation 
Variables t p 
Years of service at same university -1.113 0.267 
Rank - Professor -0.953 0.341 
Rank - Assistant 0.548 0.584 
Rank - Associate 0.455 0.650 





CHAPTER 5: SUMMARY, CONCLUSIONS, IMPLICATIONS, AND 
RECOMMENDATIONS 
Summary 
Purpose statement. The primary purpose of this study was to determine the traits and 
behaviors of an ethical leader as perceived by tenured and tenure-track faculty at a research 
university (RU/VH) in the southeastern portion of the United States. 
Objectives. 
1. To describe tenure status faculty at a research university (RU/VH) on the following 
selected demographic characteristics: 
a) Age; 
b) Rank; 
c) Years at the study institution; 
d) Gender; 
e) Tenure Status. 
2. Identify the traits of an ethical leader as perceived by tenured and tenure-track faculty at 
a research university (RU/VH) in the southeastern portion of the United States. 
3. Identify the behaviors of an ethical leader as perceived by tenured and tenure-track 
faculty at a research university (RU/VH) in the southeastern portion of the United States. 
4. Determine if a relationship exists between the perceived traits and behaviors of an 
ethical leader and the following demographic characteristics: 
a) Age; 
b) Rank; 




e) Tenure Status. 
5. Determine if a model exists that explains a significant portion of the variance in 




c) Years at the study institution; 
d) Gender; 
e) Tenure Status. 
Summary of Methodology 
Population and Sample 
 The target population for this study was tenured and tenure track faculty at a research 
university in the southeastern portion of the United States. The accessible population was defined 
as tenured and tenure-track faculty at one selected research university in the southeastern portion 
of the United States. The sample included one hundred percent (100%) of the tenured and 
tenured-track faculty at the selected research university in the southeastern portion of the United 
States in the fall of the 2017-2018 academic year.  
Instrumentation 
The researcher utilized a researcher-designed instrument. The content validity of this 
instrument was established through a review by a panel of experts in the field of leadership and 
suggested revisions were made based on their feedback. The instrument consisted of 44 possible 
traits and behaviors of an ethical leader and was divided into three sections. The first section 
contained links to a cover letter and study information sheet as well as the researcher defined 
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terms. The second section included the 44 possible traits and behaviors being presented. 
Participants were provided with the following response options: strongly disagree, disagree, 
slightly disagree, neither agree nor disagree, slightly agree, agree, and strongly agree. The last 
section consisted of demographic questions that assessed a variety of personal characteristics. 
Data Collection 
The researcher obtained permission from the Institutional Review Board (IRB) at a 
research university (RU/VH) in the southeastern portion of the United States before the survey 
was distributed. The survey was distributed through the Qualtrics© online survey software. An 
e-mail containing the IRB required informed consent information was sent to all participants 
requesting that they complete the survey. Follow-ups occurred weekly for three weeks giving the 
participants a total of four weeks to complete the survey. A total of 274 respondents provided 
usable responses. 
Summary of Major Findings 
The major findings of this study are discussed by the respective objectives. 
Objective One  
Objective one was to describe tenured and tenure-track faculty at a research university 
(RU/VH) on the following selected demographic characteristics: Age, Rank, Years at the study 
institution, Gender, and Tenure Status. Useable responses were received from 274 (27.57%) of 
these faculty. The largest group reported their age as being in the 40-49 year category (n = 75, 
27.70%). The smallest group reported their age as being in the 20-29 year category (n = 1, .40%). 
The largest group reported their rank as being a Professor (n = 135, 49.60%). The smallest group 
reported their rank as an Associate Professor (n =66, 24.30%). The largest group reported their 
years of service at the study institution as being in the 0-9 year’s category (104, 38.20%). The 
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smallest group reported their years of service at the study institution as being in the 40 and above 
category (n = 5, 1.80%). Of the 274 faculty members who completed the survey, 272 of the 
faculty members responded to the question “What is your gender?” Of the 272 responding 
faculty members, 92 (33.80%) identified as a female and 180 (66.20%) identified as a male. Of 
the 272 responding faculty members, 204 (75.00%) identified as tenured and 68 (25.00%) 
identified as not tenured but on tenure track. 
Objective Two  
Objective two was to determine the traits of an ethical leader as perceived by tenured and 
tenure-track faculty at a research university (RU/VH) in the southeastern portion of the United 
States. Useable responses were received from 274 (27.57%) of the faculty members. Of the 24 
possible traits of an ethical leader, respondents identified the highest rated trait as “Integrity” 
with a mean of 6.70 (SD = .703). Respondents identified the second highest rated trait as 
“Honesty” with a mean of 6.69 (SD = .735). Respondents identified the third highest rated trait 
as “Responsibility” with a mean of 6.600 (SD =.759). Respondents identified the lowest rated 
trait as “Diplomatic” with a mean of 5.575 (SD = 1.221). Two underlying constructs were 
identified in the scales using factor analysis. An overall Traits Interactional Values sub-scale 
score was computed as the mean of sixteen items in the sub-scale. The mean of these scores was 
6.52 (SD = .696), and the value ranged from 1.00 to 7.00. An overall Traits Personal Values sub-
scale score was computed as the mean of the eight items that belong to that sub-scale. The mean 
of these scores was 6.04 (SD = .830), and the values ranged from 1.00 to 7.00. 
Objective Three  
The third objective of the study was to identify the behaviors of an ethical leader as 
perceived by tenured and tenure-track faculty at a research university (RU/VH) in the 
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southeastern portion of the United States. Of the 44 possible traits and behaviors of an ethical 
leader, respondents identified the highest rated behavior as “Accepts Responsibility” with a 
mean of 6.810 (SD =.633). Respondents identified the second highest rated behavior as “Accepts 
Constructive Criticism” with a mean of 6.440 (SD = .968). Respondents identified the third 
highest rated behavior as “Respect for Subordinates” with a mean of 6.420 (SD =.925). 
Respondents identified the lowest rated behavior as “Respect for Authority” with a mean of 
5.420 (SD = 1.402). Two underlying constructs were identified in the scales using factor 
analysis.  An overall Behaviors Interactional Values sub-scale score was computed as the mean 
of nine items in the sub-scale. The mean of these scores was 6.33 (SD = .767), and the value 
ranged from 1.00 to 7.00. An overall Behaviors Personal Values sub-scale score was computed 
as the mean of the eleven items that belong to that sub-scale. The mean of these scores was 5.98 
(SD = .817), and the values ranged from a 1.00 to 7.00. 
Objective Four  
The fourth objective was to determine if a relationship exists between the perceived traits 
and behaviors of an ethical leader and the following demographic characteristics: Age, Rank, 
Years at the study institution, Gender, and Tenure Status. The first variable examined was age. A 
total of four variables were included in this analysis. All four of the variables were found to have 
a statistically significant relationship with the variable age. The highest of these relationships 
was with the sub-scale score Leadership Trait Interactional Values Score (r = .20, p = < .001). 
The nature of this relationship was such that individuals who were older tended to have higher 
Trait Interactional Values sub-scale scores. A total of four leadership sub-scale scores were 
compared by the categories, of the variable rank.  None of these comparisons was found to be 
significant. Of the four measured variables, only one (Traits Interactional Values Score) was 
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found to be significantly related to the variable “years at the study institution.” This relationship 
was r = .10 (p = .033) indicating, that the faculty that had been at this university longer tended to 
have higher perceptions regarding the Traits Interactional Values Score.  Of the four variables, 
Behaviors Interactional Values Score and Traits Personal Values Score sub-scale scores were 
found to be significantly different by categories of the demographic “Gender.” In the variable 
Behaviors Interactional Values Score (t268 = 3.29, p =.001), females had a mean of 6.708 (SD = 
.454) while males had a mean of 6.241 (SD = .876).  In the group Traits Personal Values Score 
females had a mean of 6.244 (SD = .567) while males had a mean of 5.943 (SD = .924). None of 
the sub-scale scores was found to be significantly different by categories of the variable tenure 
status.  
Objective Five 
The fifth objective of this study was to determine if a model exists that explained a 
significant portion of the variance in perceived traits and behaviors of an ethical leader from the 
following demographic characteristics age, rank, years at the study institution, gender, and tenure 
status. All four of the sub-scale scores were found to have a significant explanatory model. 
Examination of the data revealed that the highest correlation with Behaviors Interactional Values 
Scores was with the variable of “Gender” (r =-.154, p = .006). Overall, two of the seven 
independent variables were found to be significantly related to Behaviors Interactional Values 
Scores. “Gender” was the first variable entered into the regression model with an R square of 
.024 (p = .012), which explained 2.4% of the variance of the Behaviors Interactional Values 
Scores. The second variable that entered in the regression model was “Age.” With an R square 
change of .041 (p = .017). These two variables explained 4.1% of the variance in Behaviors 
Interactional Values Scores.  
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Examination of the data revealed that the highest correlation with Behaviors Personal 
Values Scores was the variable of “Age” (r =-.214, p = < .001). Overall, three of the seven 
independent variables were found to be significantly related to Behaviors Personal Values 
Scores. “Age” was the first variable that entered the regression model with an R square of .046 
(p = < .001), and explained 4.6% of the variance of the Behaviors Personal Values Score. The 
second variable that entered in the regression model was “Gender” with an R square change of 
.013 (p = .059). These two variables explained 5.9% of the variance in Behaviors Personal 
Values Scores.  
Examination of the data revealed that the highest correlation with Traits Interactional 
Values Scores was the variable of “Age” (r =.274, p = < .001). Overall, five of the seven 
independent variables were found to be significantly related to Traits Interactional Values 
Scores. “Age” was the only variable that entered the regression model with an R square of .075 
(p = < .001) and explained 7.5% of the variance of the Behavior Interactional Values Scores.  
Examination of the data revealed that the highest correlation with Traits Personal Values 
Scores was the variable of “Gender” (r =-.163, p = .004). Overall, two of the seven independent 
variables were found to be significantly related to Traits Personal Values Scores. “Gender” was 
the first variable entered the regression model with an R square of .026 (p = .008) and explained 
2.6% of the variance of the Behaviors Interactional Values Scores. The second variable that 
entered in the regression model was “Age” with an R square change of .031 (p = .004). These 
two variables explained 5.7% of the variance in Traits Personal Values Scores.  
Conclusions, Implications, and Recommendations 
Based on the findings from this study, the researcher developed the following 




Most of the highest rated characteristics of an ethical leader were classified as traits. 
This conclusion is based on the following findings of the study. Of the traits and 
behaviors rated in this study, five of the six highest rated characteristics were all classified as 
traits including:  
 “Integrity” was the next highest rated trait with a mean of 6.700 (SD = .703) and 
was rated in the strongly agree interpretive category;  
 “Honesty” was the next highest rated trait with a mean of 6.690 (SD = .735) and 
was rated in the strongly agree interpretive category;  
 “Responsibility” was the next highest rated trait with a mean of 6.600 (SD = .759)  
and was rated in the strongly agree interpretive category;  
 “Knows Right from Wrong” was the next highest rated trait with a mean of 6.590 
(SD = .888) and was rated in the strongly agree interpretive category; 
 “Fairness” was the next highest rated trait with a mean of 6.590 (SD = .899) and 
was rated in the strongly agree interpretive category.  
 
The identification of characteristics that reveal the real persona of an individual, are 
vitally important, for an individual who desires to become a part of an organization. Based on his 
research, Jones stated, “the best guarantee of consistent ethical leadership lies in the discovery of 
persons for whom high moral standards are a way of life” (Jones H. , 1995, p. 868). Reynolds 
and Smith continued when they stated that the burden for moral self-scrutiny belonged at the 
organization levels and personal levels expressing the need for systematic and personal 
professional examination (Reynolds & Smith, 1990). According to Reynolds and Smith, the 
principles of responsibility are established on four intricate beliefs identified as 1) respect for 
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people, 2) honesty in all communications, 3) virtues of fairness and efficiency, and 4) the 
established commitment to the common good (Reynolds & Smith, 1990). 
One possible explanation for the rating of the traits above behaviors is that conceptually, 
traits could be considered precursory to behaviors. For example, a person with a high degree of 
integrity should be “Free from Prejudice,” should have an unwavering ability to “Accept 
Responsibility,” and should “Accept Constructive Criticism.” Finally, a person with a high 
degree of “fairness” should be considered to have a high degree of “Respect for Subordinates.”  
While it is true that the characteristics of an ethical leader that are rated highest by faculty 
are traits, it is very difficult to actually observe traits.  However, it is possible to make direct 
observation of the behaviors of a leader.  Therefore, based on this conclusion, the researcher 
recommends that further research be conducted to determine the level of relationship between 
the ratings of traits and behaviors.  If a strong relationship is found between these characteristics 
(traits and behaviors) the development of a measuring instrument to make direct observations of 
an individual’s behaviors in the area of ethical leadership could then be completed.  The results 
would be beneficial to organizational leaders in seeking to develop a system to identify and rate 
administrative applicants utilizing the identified traits of an ethical leader. The instrument could 
be presented to references of applicants requesting their participation in identifying the behaviors 
that strongly correspond with traits as a surrogate method for measuring the applicant’s traits. 
This instrument could serve as a measure of the important traits of an ethical leader that could 
assist in hiring people that have the desirable traits for providing ethical leadership to an 
organization, especially in higher education.   
Additionally, this instrument could further be used to conduct evaluations of individuals 
that currently hold leadership positions.  It would be critical that these evaluations be designed in 
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such a way as to be truly anonymous.  To be truly successful, the researcher recommends that the 
evaluation/rating system be administered by a third party to prevent any attempts of identifying 
the reporting parties.  
Conclusion Two 
Underlying constructs were found in the ratings of the traits of an ethical leader as 
perceived by tenured and tenure-track faculty.  
This conclusion is based on the following findings of the study. Factor analysis identified 
two underlying constructs found in the ratings. These constructs were used to compute two sub-
scales, and they were identified as Interactional Values and Personal Values. The first sub-scale 
extracted was Interactional Values and contained sixteen traits identified as 1) Diligent (Factor 
Loading = .789), 2) Competent (Factor Loading = .763), 3) Disciplined (Factor Loading =.762), 
4) Courageous (Factor Loading = .684), 5) Kindness (Factor Loading =.668), 6) Diplomatic 
(Factor Loading = .660), 7) Mature (Factor Loading = .650), 8) Has Common Sense (Factor 
Loading = .623), 9) Thoughtful (Factor Loading = .616), 10) Empathetic (Factor Loading = 
.610), 11) Humility (Factor Loading = .608), 12) Personal Courage (Factor Loading = .590), 13) 
Authentic (Factor Loading = .578), 14) Open Minded (Factor Loading = .566), 15) Dependable 
(Factor Loading = .563), and 16) Consistent (Factor Loading = .561). For exploratory research 
Hair, Anderson, Tatham, and Black (2006) suggested that the minimum acceptable loading 
criterion may be as low as .30. Loadings of + .40 are considered more important and significant. 
Loadings of + .50 are considered practically significant. These traits are an essential part of an 
individual’s extrinsic nature reflecting their core beliefs regarding their interaction with others. 
These traits are essentially the building blocks of each individual’s fundamental being which 
they will not violate for any reason. For example, a person with the extrinsic traits of honesty, 
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integrity, and fairness would reasonably be expected to voluntarily suffer difficult personal 
consequences before violating these core traits.        
The second sub-scale extracted was Personal Values and contained eight items identified 
as 1) Honesty (Factor Loading =.784), 2) Knows Right from Wrong (Factor Loading = .762), 3) 
Integrity (Factor Loading = .652), 4) Fairness (Factor Loading = .635), 5) Has High Moral 
Standards (Factor Loading =.623), 6) Free from Prejudice (Factor Loading = .614), 7) Honor 
(Factor Loading = .581), and 8) Responsibility (Factor Loading = .527). These traits are 
demonstrative of an individual’s core intrinsic nature for which they establish their innate 
personality. For example, a person who displays kindness, humility, and empathy could 
reasonably be expected to display the core belief that all persons are created equal and deserving 
of equal opportunity. 
In his research, Rawls (1971), propounded that “a concern with issues of fairness is 
necessary for all people who are cooperating together to promote their common interests” 
(Northouse P. , 2004, p. 434). Northouse delineated that Rawls’ concern with issues of fairness is 
comparable to the “ethic of reciprocity”, established throughout society as the “Golden Rule”: 
“Do unto others as you would have them do unto you” (Northouse P. G., 2016, p. 424). Ethical 
Leaders are known to be honest and understand that to be an ethical leader, one must be truthful. 
Ethical Leaders work to influence others toward the common goal of building a community. As 
stated by Bass and Steidlmeier (1999), the aspect of “concern for others” is the main factor that 
distinguishes the differences between an authentic transformational leader and the pseudo-





Underlying constructs were found in the ratings of the behaviors of an ethical leader as 
perceived by tenure status faculty.  
This conclusion is based on the following findings of the study. Factor analysis identified 
two underlying constructs found in the ratings. These constructs were used to compute two sub-
scales, and they were identified as Interactional Values and Personal Values. The first sub-scale 
extracted was Interactional Values and contained nine behaviors identified as 1) Respect for 
Others (Factor Loading = .868), 2) Respect for Subordinates (Factor Loading = .839), 3) Respect 
for Students (Factor Loading = .804), 4) Respect for Faculty (Factor Loading = .780), 5) Respect 
for Peers (Factor Loading = .772), 6) Accepts Responsibility (Factor Loading = .525), 7) Accepts 
Criticism (Factor Loading = .520), 8) Leads by Example (Factor Loading = .504), and 9) Good 
Listener (Factor Loading = .484). For exploratory research Hair, Anderson, Tatham, and Black 
(2006) suggested that the minimum acceptable loading criterion may be as low as .30. Loadings 
of + .40 are considered more important and significant. Loadings of + .50 are considered 
practically significant. These behaviors are an essential part of an individual’s extrinsic nature 
reflecting their core beliefs regarding their interaction with others. 
The second sub-scale extracted was Personal Values and contained eleven items 
identified as 1) Respect for Authority (Factor Loading = .753), 2) Professional Excellence 
(Factor Loading = .740), 3) Creates a vision for others to follow (Factor Loading = .637), 4) 
Obeys the Rules (Factor Loading = .634), 5) Strives to Serve (Factor Loading = .627), 6)  
Inspires Others (Factor Loading = .572), 7) Practicing Academic Values (Factor Loading = 
.568), 8) Respect for Property (Factor Loading = .507), 9) Exhibits Character (Factor Loading = 
.478), 10) Maintains Confidentiality (Factor Loading = .437), and 11) Public Interest Ahead of 
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Self (Factor Loading = .375) were found to be practically significant.  These behaviors are an 
essential part of an individual’s intrinsic nature reflecting their core beliefs regarding their core 
inner persona. For example, a person who obeys the rules, creates a vision for others to follow, 
and strives to serve could reasonably be expected not fail others regardless of the personal 
sacrifice or consequences. 
In his research, Kant defined and embraced a set of principals as a guide as to how human 
beings should treat one another. In this principle, known as the “Formula of Humanity,” Kant 
emphatically specified that it was wrong to treat others merely as a means. Kant propounded, 
“So act that you treat humanity, whether in your own person or in the person of any other, 
always at the same time as an end, never merely as a means” (Gregor, 1996, p. 429). 
Understanding that trust is generated only by means of credibility and that collaboration is only 
garnered through trust, Solomon (2003) elucidated that “without trust there can be no 
cooperation, no community, no commerce, no conversation. And in a context without trust, of 
course, all sorts of emotions readily surface, starting with suspicion, quickly escalating to 
contempt, resentment, hatred, and worse” (Solomon, 2003, p. 207). 
Researcher Gini specified that leadership sets the “tone” and “shapes the behavior of all 
those involved in organizational life” (Gini, 2004, p. 26). Gini pointed out the way followers are 
influenced by observing their leaders and expressed that leaders acting and performing in a way 
to demonstrate a “positive role model” to their followers commonly referred to as “leading by 
example,” is one of the most powerful and implicit methods of providing behavioral expectations 
to followers (Gini, 2004). Many researchers including Northouse and Yukl found that under 
most circumstances, leaders possess an abundance of power over followers and greater 
opportunity to influence their followers. 
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Based on this conclusion, the researcher recommends that further research be conducted 
to the extent that the behaviors of an ethical leader may be more measurable. If they are 
indicative of intrinsic behaviors, then they can help in identifying the traits that match the culture 
of the organization. Furthermore, the researcher recommends the development of an instrument 
that could be presented to applicants of an organization requesting their participation in the self-
reporting of their behaviors, whereby an analysis can be performed between the self-reported 
behaviors and the behaviors that are can reasonably be expected of an employee of any 
organization that promotes an ethical culture. Specifically, an organization that encourages the 
success and development of its employees and future organizational leaders. It can reasonably be 
expected that applicants of organizations, which promote this type of culture possess behaviors 
including but not limited to: leading by example, respect for other, accepts responsibility, and 
inspires others.  
Conclusion Four 
The most predictive demographic characteristic of the perceived traits and behaviors of 
an ethical leader is the age of the faculty. 
This conclusion is based on the following findings of the study. A total of four variables 
were included in this analysis. Factor analysis was conducted imputing the variables Traits 
Interactional Values Scores, Behaviors Personal Values Scores, Traits Personal Values Scores, 
and Behaviors Interactional Values Scores. According to respondents, the nature of the 
relationship with the variables Traits Interactional Values Scores (r = .20), Behaviors Personal 
Values Scores (r = .16), Traits Personal Values Scores (r = .14), and Behaviors Interactional 
Values Scores (r = .10) was such that individuals who were older tended to have higher sub-scale 
scores. Examination of this data revealed that the highest correlation with Behaviors Personal 
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Values Scores was the variable of “Age” (r =-.214, p = < .001). Examination of this data 
revealed that the highest correlation with Traits Interactional Values Scores was the variable of 
“Age” (r =.274, p = < .001). “Age” was the only variable that entered into the regression model 
with an R square of .075 (p = < .001). “Age” explains 7.5% of the variance of the Behavior 
Interactional Values Scores. The nature of the influence of this variable was such that older 
participants tended to have higher Traits Interactional Values Scores.  
Traits Interactional Values Scores (r = .20), Behaviors Personal Values Scores (r = .16), 
Traits Personal Values Scores (r = .14), and Behaviors Interactional Values Scores (r = .10) was 
such that individuals who were older tended to have higher Trait Interactional Values sub-scale 
score. Examination of this data revealed that the highest correlation with Behaviors Personal 
Values Scores was the variable of “Age” (r =-.214, p = < .001). Examination of this data 
revealed that the highest correlation with Traits Interactional Values Scores was the variable of 
"Age" (r =.274, p = < .001). "Age" was the only variable that entered the regression model with 
an R square of .075 (p = < .001). "Age" explains 7.5% of the variance of the Behavior 
Interactional Values Scores. The nature of the influence of this variable was such that older 
participants tended to have higher Traits Interactional Values Scores. 
It is interesting to note that even though age was significantly related to perceived traits 
and behaviors of an ethical leader, years of experience at the study institution was not related to 
these measures. This is not particularly surprising since many individuals who enter academia do 
so after a sometimes lengthy career in their chosen field. For example, an individual may become 
an engineering professor after they have been a professional engineer for a considerable number 
of years. Therefore, an individual's age and their years of experience at a university (especially a 
one specific university) may have little correlation to one another. Therefore, the factor that 
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would seem to be relevant to a person's perceptions of the traits and behaviors of an ethical 
leader would seem to be a person's life experiences more so than their experiences in academia at 
one specific institution. 
Therefore, based on this conclusion, the researcher recommends that if an institution has 
a high priority for hiring individuals into an institution who have a clear set of ethical standards 
and beliefs, those institutions should look carefully at individuals that have more life 
experiences. Certainly, the researcher is not recommending the institutions exercise age 
discrimination in any form, but rather look very seriously at a person's years of life experiences 
as a potential advantage in building a faculty with clearly defined ethical standards. Although 
years of experience at the study institution did not have any significant correlation with age, one 
explanation could be that the responding faculty members had clearer understanding of perceived 
traits and behaviors of an ethical leader in their minds.  
Conclusion Five 
Female faculty more strongly agreed with the proposed traits and behaviors of an ethical 
leader than male faculty. 
This conclusion is based on the following findings of the study. The two identified 
underlying constructs for each of the traits and behaviors of an ethical leader were an 
interactional scale and personal scale. Of the 272 responding faculty members, 92 (33.80%) 
identified as a female and 180 (66.20%) identified as a male. A total of four variables were 
included in this analysis. Of these four variables, Behaviors Interactional Values Scores and 
Traits Personal Values Scores sub-scale scores were found to be significantly different by 
categories of the demographic “Gender” for the variable Behaviors Interactional Values Score 
(t268 = 3.29, p =.001), females had a mean of 6.708 (SD = .454) while males had a mean of 6.241 
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(SD = .876).  For the variable Traits Personal Values Scores females had a mean of 6.244 (SD = 
.567) while males had a mean of 5.943 (SD = .924). Additionally, results of the Multiple 
Regression Analysis utilizing Behaviors Interactional Values Scores as the dependent variable 
revealed that “Gender” entered the model as a significant contributor to the regression model. 
The nature of the influence of these variables was such that female participants tended to have 
higher Behaviors Interactional Values Scores than males. Results of the Multiple Regression 
Analysis utilizing Behaviors Personal Values Scores as the dependent variable demonstrated that 
“Gender” also entered this model as a significant explanatory factor.  Female participants tended 
to have higher scores on the Behaviors Personal Values Scores measure than males in this model 
as well. 
While the results of the study indicate that female faculty members have a higher level of 
agreement with the traits and behaviors of ethical leaders than do male faculty members, it is not 
clear why this situation exists.  It is possible that the responding female faculty members have 
more or different life experiences that have led them to a more focused perception in this area.  
For example, historically, according to much previous research, leadership has been understood 
to be a male dominated role thereby focusing on the attractiveness of stereotypical male 
dominated characteristics in leaders as discussed in the research conducted by J.B. Miner (Miner, 
1993).  If the results had indicated that a higher response rate was achieved among one of the 
gender groupings, one could argue that this may have influenced the presence of these 
differences.  However, the responding faculty very closely matched the gender composition 
among the faculty at large in the university.  Another possibility would be that respondents either 
male, female, or both were biased in the sample. Additionally, the possibility exists that female 
faculty simply have more focused perceptions in this area. Therefore, since female faculty seem 
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to have different perceptions, the researcher recommends that the University increase the 
emphasis on diversity (especially gender diversity). The increased diversity would include 
increasing such aspects including, but not limited to, the number of females hired in the tenured 
status categories, including more females in various committee services, and promoting more 
females to serve in leadership positions, especially, senior executive positions.  
It is also conceivable that different sub-groups among the male and female faculty 
actually provided usable responses to the instrument.  For example, some faculty expressed 
concerns that they were actually being requested to rate the ethics of their immediate supervisor 
(typically department head or director).  Once this misinterpretation was clarified, those who 
raised the concern tended to readily respond.  These concerns were typically raised by female 
members of the faculty, and their concerns seemed to be easily allayed.   
Based on this conclusion, the researcher recommends that additional research be 
conducted to further examine the possible influencing factors that produce these gender 
differences.  This research should be conducted as focus groups with male and female groups 
conducted separately.  The primary emphasis in these focus groups should logically take the 
form of not only identifying the perceived traits and behaviors of ethical leaders, but more 
importantly to identify factors that led to the perceptions that they hold.  These focus groups 
should be drawn from the respondents in this study that had the highest level of agreement in one 
focus group and those with the lowest level of agreement in the other focus group and replicated 






Rank did not influence perceptions of the traits and behaviors of ethical leaders.  
This conclusion is based on the following findings of the study. A total of four leadership 
sub-scale scores were compared by the categories, of the variable rank.  None of these 
comparisons was found to be significant. 
However, it could be reasonably expected that due to most age groups being represented 
within each of the three rank categories of Professor, Associate Professor, and Assistant 
Professor the anticipation that rank had an effect on the varying ranks’ perceptions of the traits 
and behaviors of an ethical leader could be nullified. Since faculty enter academia at a wide 
variety of ages, considerable diversity in age levels exists at all of the tenure-track faculty ranks. 
Some individuals complete doctorates in their twenties, while others wait until they are in the 
forties or even older to complete their doctorate. Therefore, a program could easily have a 28-
year-old assistant professor and a 52-year-old assistant professor.  
Therefore, one could reasonably expect that the 52-year-old assistant professor would 
have a better understanding of the traits and behaviors of an ethical leader based upon life 
experiences, which should closely resemble the professor’s perceptions of the traits and 
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APPENDIX A: TRAITS AND BEHAVIORS OF ETHICAL LEADERSHIP IN HIGHER 
EDUCATION (RESEARCHER CREATED INSTRUMENT) 
 
Traits and Behaviors of Ethical Leadership in Higher Education. 
 
Cover Letter and Study Information 
 
Thank you for your participation in this survey. Please select the Cover Letter and Study 
Information links below for further details regarding this study. 
  
 Survey Cover Letter 
  
 Study Information 
 
The researcher has operationally defined the following terms for this study. 
 
 
Ethical Leadership is defined as “the demonstration of normatively appropriate conduct through 
personal actions and interpersonal relationships, and the promotion of such conduct to followers 











Leadership is the "process of influencing the activities of an organized group in its efforts toward 




Please Note: The study institution Institutional Review Board (IRB) has reviewed the project and 
determined it did not need a formal review. 
 
 
Traits and behaviors of an Ethical Leader.  
























Criticism (1)  




              
Authentic (3)  
              
Competent 
(4)  
              
Consistent (5)  
              
Courageous 
(6)  




follow (7)  
              
Dependable 
(8)  
              
Diligent (9)  
              
Diplomatic 
(10)  





              
Empathetic 
(12)  




              
Fairness (14)  
              
Free from 
Prejudice (15)  
              
Good Listener 
(16)  
              
Has Common 
Sense (17)  
              
 





              
Honesty (19)  
              
Honor (20)  
              
Humility (21)  
              
Inspires 
Others (22)  
              
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Integrity (23)  
              
Kindness (24)  




              
 






















Example (1)  




              
Mature (3)  
              
Obeys the 
Rules (4)  
              
Open Minded 
(5)  
              
Personal 
Courage (6)  
              
Practicing 
Academic 
Values (7)  
              
Professional 
Excellence (8)  
              
Public Interest 
Ahead of Self 
(9)  




Authority (10)  
              
Respect for 
Faculty (11)  
              
Respect for 
Others (12)  
              
Respect for 
Peers (13)  
              
Respect for 
Property (14)  
              
Respect for 
Students (15)  




              
Responsibility 
(17)  
              
Strives to 
Serve (18)  
              
Thoughtful 
(19)  







End of Block 
Participant Characteristics 
 
What is your gender? 
 Female (1)  




What age category do you identify with? 
 20-29 (1)  
 30-39 (2)  
 40-49 (3)  
 50-59 (4)  
 60-69 (5)  




What is your academic ranking? 
 Professor (1)  
 Associate Professor (2)  
 Assistant Professor (3)  








How many years of service do you have as a faculty member at the University? 
 0-9 (1)  
 10-19 (2)  
 20-29 (3)  
 30-39 (4)  




What is your tenure status? 
 Tenured (1)  
 Not tenured but on tenure track. (2)  
 Non-tenure track position. (3)  
 
End of Block 
Block 4 
 
Select to enter comments or suggestions. 
________________________________________________________________ 
 





APPENDIX B: APPROVAL FROM INSTITUTIONAL REVIEW BOARD (IRB)  
 
From: Institutional R Board 
Sent: Thursday, June 29, 2017 10:00 AM 
To: Samuel L Wyatt 
Cc: Michael F Burnett 
Subject: IRB Application 
 
Hi,  
The IRB chair reviewed your application, Ethical Leadership: A Study of traits and Behaviors of 
Leaders in Higher Education Today, and determined IRB approval for this specific application 
(IRB# E10526) is not needed.  There is no manipulation of, nor intervention with, human 
subjects.  Should you subsequently devise a project which does involve the use of human 
subjects, then IRB review and approval will be needed.  Please include in your recruiting 
statements or intro to your survey, the IRB looked at the project and determined it did not need a 
formal review.  
 
 




Elizabeth Cadarette  
IRB Coordinator  
Office of Research and Economic Development  
Louisiana State University   
130 David Boyd Hall, Baton Rouge, LA  70803   
office 225-578-8692 | fax 225-578-5983   
eantol1@lsu.edu | lsu.edu | www.research.lsu.edu  
  













APPENDIX D: STUDY INFORMATION SHEET  
Study Information 
 
1. Study Title: Ethical Leadership: A Study of Traits and Behaviors of Leaders in Higher 
Education Today  
2. Performance Site:   Louisiana State University and Agricultural and Mechanical College 
 
3. Investigators:      The following investigators are available for questions about this study, 
                        M-F, 8:00 a.m. - 4:30p.m.    
Mr. Samuel Wyatt 578-5473  
Dr. Michael Burnett 578-6194 
 
4. Purpose of the Study:    The primary purpose of this study is to determine the traits and 
behaviors of an ethical leader as perceived by tenured and tenure-track faculty at a research 
university (RU/VH) in the southeastern portion of the United States. 
 
5. Subject Inclusion:  Individuals ages of 18 and older who do not report psychological or 
neurological conditions.  To participate in this study, you must meet the requirements of both 
the inclusion and exclusion criteria. 
 
6. Study Procedures: The study will be conducted in two phases. In the first phase, a panel of 
experts who possess expertise in leadership will spend approximately 20 minutes completing 
one questionnaire to indicate what they perceive to be the traits and behaviors of an ethical 
leader. In the second phase, subjects will spend approximately 20 minutes completing a 
second questionnaire to identify what they perceive as being the traits and behaviors or an 
ethical leader. 
 
7. Risk: The project does not present physical, psychological, social or legal risks to the 
participants reasonably expected to exceed those risks normally experienced in daily life or 
in routine diagnostic physical or psychological examination or testing. 
 
8. Right to Refuse: Subjects may choose not to participate or to withdraw from the study at any 
time without penalty or loss of any benefit to which they might otherwise be entitled. 
 
9. Privacy: Results of the study may be published, but no names or identifying information will 
be included in the publication. Subject identity will remain confidential unless disclosure is 
required by law. 
 
10. Questions and Consent: I may direct additional questions regarding study specifics to the 
investigators. If I have questions about subjects' rights or other concerns, I can contact 
Dennis Landin, Institutional Review Board, (225) 578-8692, irb@lsu.edu, www.lsu.edu/irb. I 
agree to participate in the study described above and completion and submission of the 
survey constitutes informed consent.  
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APPENDIX F: INITIAL SURVEY TO PANEL OF EXPERTS: IDENTIFYING TRAITS AND 
BEHAVIORS OF ETHICAL LEADERSHIP IN HIGHER EDUCATION 
 
Identifying Traits and Behaviors of Ethical Leadership in Higher Education 
Instrument Produced by: Samuel L. Wyatt, Ph.D. Student 






On the attached instrument, is a list of possible traits and behaviors of an ethical leader. Please 
review the choices and circle yes if you believe the choice is an example of an ethical leader, or 
no if you do not believe the choice is an example of an ethical leader. Your responses will be 
used in designing an instrument illustrating the characteristics of an ethical leader. Additionally, 
if you feel there are other traits and behaviors that should be included on the list, please provide 
them in the spaces at the bottom of the instrument. 
 
The University Institutional Review Board (IRB) has reviewed the project and determined it did 
not need a formal review. 
 
 






Identifying Traits and Behaviors of Ethical Leadership in Higher Education 
 
  
Accepts constructive criticism Yes / No Leads by example Yes / No 
Accepts responsibility Yes / No Loyal Yes / No 
Authentic Yes / No Maintains confidentiality Yes / No 
Compassionate Yes / No Mature Yes / No 
Competent Yes / No Motivator Yes / No 
Confident Yes / No Obeys the rules Yes / No 
Consistent Yes / No Open minded Yes / No 
Courageous Yes / No Passionate Yes / No 
Courteous Yes / No Patient Yes / No 
Creates a vision for others to follow Yes / No Persistent Yes / No 
Defends those less fortunate Yes / No Personal courage Yes / No 
Delegates authority Yes / No Practicing academic values Yes / No 
Dependable Yes / No Practicing family values Yes / No 
Diligent Yes / No Professional excellence Yes / No 
Diplomatic Yes / No Promotes teambuilding Yes / No 
Disciplined Yes / No Promotion of religious principles / values Yes / No 
Does things in a timely manner Yes / No Public Interest ahead of self Yes / No 
Empathetic Yes / No Respect for authority Yes / No 
Exhibits character Yes / No Respect for faculty Yes / No 
Fairness Yes / No Respect for others Yes / No 
Free from Prejudice Yes / No Respect for peers Yes / No 
Goal Oriented Yes / No Respect for property Yes / No 
Good Listener Yes / No Respect for students Yes / No 
Has common sense Yes / No Respect for subordinates Yes / No 
Has high moral standards Yes / No Responsibility Yes / No 
Honesty Yes / No Selfless Yes / No 
Honor Yes / No Straightforward Yes / No 
Humility Yes / No Strives to serve Yes / No 
Inspires others Yes / No Sympathetic Yes / No 
Institutional loyalty Yes / No Tactful Yes / No 
Integrity Yes / No Teaching excellence Yes / No 
Kindness Yes / No Thoughtful Yes / No 
Knows right from wrong Yes / No Wise Yes / No 
This are traits and behaviors of an ethical leader.
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APPENDIX G: RESULTS OF SURVEY TO PANEL OF EXPERTS - IDENTIFYING TRAITS 

































Accepts constructive criticism 9 100% 6 67% 3 33% 0 0%
Accepts responsibility 9 100% 8 89% 1 11% 0 0%
Authentic 9 100% 6 67% 3 33% 0 0%
Compassionate 9 100% 4 44% 5 56% 0 0%
Competent 9 100% 7 78% 2 22% 0 0%
Confident 9 100% 4 44% 5 56% 0 0%
Consistent 9 100% 9 100% 0 0% 0 0%
Courageous 9 100% 5 56% 4 44% 0 0%
Courteous 9 100% 4 44% 5 56% 0 0%
Creates a vision for others to follow 9 100% 6 67% 3 33% 0 0%
Defends those less fortunate 9 100% 4 44% 5 56% 0 0%
Delegates authority 9 100% 3 33% 6 67% 0 0%
Dependable 9 100% 8 89% 1 11% 0 0%
Diligent 9 100% 6 67% 3 33% 0 0%
Diplomatic 9 100% 6 67% 3 33% 0 0%
Disciplined 9 100% 7 78% 2 22% 0 0%
Does things in a timely manner 9 100% 3 33% 6 67% 0 0%
Empathetic 9 100% 6 67% 3 33% 0 0%
Exhibits character 9 100% 9 100% 0 0% 0 0%
Fairness 9 100% 8 89% 1 11% 0 0%
Free from Prejudice 9 100% 8 89% 1 11% 0 0%
Goal Oriented 9 100% 4 44% 5 56% 0 0%
Good Listener 9 100% 7 78% 2 22% 0 0%
Has common sense 9 100% 5 56% 4 44% 0 0%
Has high moral standards 9 100% 9 100% 0 0% 0 0%
Honesty 9 100% 9 100% 0 0% 0 0%
Honor 9 100% 8 89% 1 11% 0 0%
Humility 9 100% 5 56% 4 44% 0 0%
Inspires others 9 100% 5 56% 4 44% 0 0%
Institutional loyalty 9 100% 3 33% 6 67% 0 0%
Integrity 9 100% 9 100% 0 0% 0 0%
Kindness 9 100% 7 78% 2 22% 0 0%
Knows right from wrong 9 100% 9 100% 0 0% 0 0%



























Leads by example 9 100% 7 78% 2 22% 0 0%
Loyal 9 100% 4 44% 5 56% 0 0%
Maintains confidentiality 9 100% 8 89% 1 11% 0 0%
Mature 9 100% 9 100% 0 0% 0 0%
Motivator 9 100% 3 33% 6 67% 0 0%
Obeys the rules 9 100% 6 67% 3 33% 0 0%
Open minded 9 100% 8 89% 1 11% 0 0%
Passionate 9 100% 4 44% 5 56% 0 0%
Patient 9 100% 4 44% 5 56% 0 0%
Persistent 9 100% 4 44% 5 56% 0 0%
Personal courage 9 100% 7 78% 2 22% 0 0%
Practicing academic values 9 100% 7 78% 1 11% 1 11%
Practicing family values 9 100% 4 44% 5 56% 0 0%
Professional excellence 9 100% 7 78% 2 22% 0 0%
Promotes teambuilding 9 100% 3 33% 6 67% 0 0%
Promotion of religious principles / values 9 100% 1 11% 7 78% 1 11%
Public Interest ahead of self 9 100% 7 78% 2 22% 0 0%
Respect for authority 9 100% 6 67% 3 33% 0 0%
Respect for faculty 9 100% 7 78% 1 11% 1 11%
Respect for others 9 100% 9 100% 0 0% 0 0%
Respect for peers 9 100% 7 78% 1 11% 1 11%
Respect for property 9 100% 7 78% 2 22% 0 0%
Respect for students 9 100% 8 89% 0 0% 1 11%
Respect for subordinates 9 100% 9 100% 0 0% 0 0%
Responsibility 9 100% 9 100% 0 0% 0 0%
Selfless 9 100% 3 33% 6 67% 0 0%
Straightforward 9 100% 3 33% 6 67% 0 0%
Strives to serve 9 100% 4 44% 5 56% 0 0%
Sympathetic 9 100% 3 33% 5 56% 1 11%
Tactful 9 100% 3 33% 6 67% 0 0%
Teaching excellence 9 100% 2 22% 7 78% 0 0%
Thoughtful 9 100% 8 89% 1 11% 0 0%
Wise 9 100% 4 44% 5 56% 0 0%
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APPENDIX H: INITIAL SURVEY NOTIFICATION TO FACULTY - IDENTIFICATION OF 
PERCEIVED TRAITS AND BEHAVIORS – AUGUST 9, 2017 
 
To: Tenured and Tenure-Track Faculty  
 
           From Address                        From Name        Reply-To Email  
From: noreply@qemailserver.com  Sammy Wyatt     swyatt@lsu.edu 
 
When: Custom Aug 9, 2017 5:35 PM CDT 
 
 




I am conducting a study to identify the traits and behaviors of an ethical leader in higher 
education as perceived by faculty members here at the University. I would like to request your 
participation in this study by accessing the survey instrument through the Qualtrics program link 
provided below. 
 
You have been selected to participate in this study based on your experience and knowledge as a 
faculty member at Louisiana State University. To ensure that the results will truly represent the 
perceptions of faculty at the University, it is imperative that each survey be completed. A cover 
letter and study information have been provided within the survey.  
 
Thank you in advance for your commitment to the University and for your time and assistance. 
 
Sammy Wyatt, MBA, EnCE, CFE, CCEP                                                     
Director – Office of Internal Audit 
Louisiana State University 
Follow this link to the Survey:  
${l://SurveyLink?d=Take the Survey} 
Or copy and paste the URL below into your internet browser: 
${l://SurveyURL} 
Follow the link to opt out of future emails: 





APPENDIX I: FOLLOW-UP EMAIL TO UNFINISHED RESPONDENTS OF THE SURVEY - 
IDENTIFICATION OF PERCEIVED TRAITS AND BEHAVIORS – AUGUST 10, 2017 
 
To: Unfinished Respondents  
 
           From Address                        From Name        Reply-To Email  
From: noreply@qemailserver.com  Sammy Wyatt     swyatt@lsu.edu 
 
When: Custom Aug 10, 2017 3:03 PM CDT 
 




Please excuse my second email so soon after sending out the initial request. I wanted to send out 
a clarification email and friendly reminder, respectfully requesting your participation in the study 
to identify the traits and behaviors of an ethical leader in higher education as perceived by 
faculty members at the University. This is a University IRB sanctioned and exempted study, IRB 
#E10526. This survey will assist in the collection valuable data to be presented in my dissertation 
in partial fulfillment of the requirements for the degree of Doctor of Philosophy. 
 
This survey is being distributed through the University licensed Qualtrics program. Please be 
assured this is not spam or a phishing attempt. Please feel free to contact me if you have any 
questions. My email address is swyatt@lsu.edu and my office phone at LSU is 225-578-5473. 
 
Thank you in advance for your commitment to the University and for your time and assistance. 
 
Sincerely, 
Sammy Wyatt, MBA, EnCE, CFE, CCEP 
Louisiana State University 
Follow this link to the Survey:  
${l://SurveyLink?d=Take the Survey} 
Or copy and paste the URL below into your internet browser: 
${l://SurveyURL} 
Follow the link to opt out of future emails: 





APPENDIX J: FOLLOW-UP EMAIL TO UNFINISHED RESPONDENTS OF THE SURVEY 
- IDENTIFICATION OF PERCEIVED TRAITS AND BEHAVIORS – AUGUST 14, 2017 
  
To: Unfinished Respondents  
            
           From Address                        From Name        Reply-To Email  
From: noreply@qemailserver.com  Sammy Wyatt     swyatt@lsu.edu 
 
When: Custom Aug 14, 2017 6:30 AM CDT 
 




Last week I wrote an email to you seeking your opinion in identifying the traits and behaviors of 
ethical  leadership  in higher education. As of today, we have not received your completed questionnaire. 
The number of questionnaires returned is very encouraging. However, to ensure that the results will truly 
represent the perceptions of faculty at the University, it is imperative that each survey be completed. A 
cover letter and study information have been provided within the survey.  
 
This is a University IRB sanctioned and exempted study, IRB #E10526. Although an abundance of 
research has been conducted in area of leadership, only a limited amount of research has been conducted 
regarding ethical leadership in higher education. This survey will assist in the collection valuable data to 
be presented in my dissertation in partial fulfillment of the requirements for the degree of Doctor of 
Philosophy. This survey is not related to my position as Director of Internal Audit for LSU. 
 
Please be assured of complete confidentiality. The participant’s responses will be collected through the 
Qualtrics program and will only be utilized for statistical analysis. Neither, your name nor any personal 
information will be reported in the study. In fact, all personal identifiers will be deleted prior to analysis 
of the data. Please feel free to contact me if you have any questions. My email address is swyatt@lsu.edu 
and my office phone at LSU is 225-578-5473. 
 
Thank you in advance for your commitment to the University and for your time and assistance. 
 
Sincerely, 
Sammy Wyatt, MBA, EnCE, CFE, CCEP 
Louisiana State University 
Follow this link to the Survey:  
${l://SurveyLink?d=Take the Survey} 
Or copy and paste the URL below into your internet browser: 
${l://SurveyURL} 
Follow the link to opt out of future emails: 




APPENDIX K: FOLLOW-UP EMAIL TO UNFINISHED RESPONDENTS OF THE SURVEY 
- IDENTIFICATION OF PERCEIVED TRAITS AND BEHAVIORS – AUGUST 21, 2017 
 
To: Unfinished Respondents  
 
           From Address                        From Name        Reply-To Email  
From: noreply@qemailserver.com  Sammy Wyatt     swyatt@lsu.edu 
 
When: Custom Aug 21, 2017 6:30 AM CDT 
 




Over the past couple of weeks, we have been conducting a survey to identify the traits and behaviors of 
ethical  leadership  in higher education. As of today, we have not received your completed questionnaire; 
However, there is still time to complete the survey! Your opinion is very important to us! 
 
The number of questionnaires returned is very encouraging. However, to ensure that the results will truly 
represent the perceptions of faculty at the University, it is imperative that each survey be completed. A 
cover letter and study information have been provided within the survey.  
 
This is a University IRB sanctioned and exempted study, IRB #E10526. Although an abundance of 
research has been conducted in area of leadership, only a limited amount of research has been conducted 
regarding ethical leadership in higher education. This survey will assist in the collection valuable data to 
be presented in my dissertation in partial fulfillment of the requirements for the degree of Doctor of 
Philosophy. This survey is not related to my position as Director of Internal Audit for LSU. 
 
Please be assured of complete confidentiality. The participant’s responses will be collected through the 
Qualtrics program and will only be utilized for statistical analysis. Neither, your name nor any personal 
information will be reported in the study. In fact, all personal identifiers will be deleted prior to analysis 
of the data. Please feel free to contact me if you have any questions. My email address is swyatt@lsu.edu 
and my office phone at LSU is 225-578-5473. 
 
Thank you in advance for your commitment to LSU and for your time and assistance. 
 
Sincerely, 
Sammy Wyatt, MBA, EnCE, CFE, CCEP 
Louisiana State University 
Follow this link to the Survey:  
${l://SurveyLink?d=Take the Survey} 
Or copy and paste the URL below into your internet browser: 
${l://SurveyURL} 
Follow the link to opt out of future emails: 
${l://OptOutLink?d=Click here to unsubscribe} 
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APPENDIX L: FINAL FOLLOW-UP EMAIL TO UNFINISHED RESPONDENTS OF THE 
SURVEY - IDENTIFICATION OF PERCEIVED TRAITS AND BEHAVIORS – AUGUST 28, 
2017 
 
To: Unfinished Respondents  
 
           From Address                        From Name        Reply-To Email  
 
From: noreply@qemailserver.com  Sammy Wyatt     swyatt@lsu.edu 
 
When: Custom Aug 28, 2017 6:30 AM CDT 
 




Over the past few weeks, we have been conducting a survey to identify the traits and behaviors 
of ethical  leadership in higher education. The survey will be ending this week. However, there is 
still time for you to complete the survey! Your opinion is very important to us! 
 
The number of questionnaires returned is very encouraging. However, to ensure that the results 
will truly represent the perceptions of faculty at the University, it is imperative that each survey 
be completed. A cover letter and study information have been provided within the survey.  
 
Please be assured of complete confidentiality. The participant’s responses will be collected 
through the Qualtrics program and will only be utilized for statistical analysis. Neither, your 
name nor any personal information will be reported in the study. In fact, all personal identifiers 
will be deleted prior to analysis of the data. Please feel free to contact me if you have any 
questions. My email address is swyatt@lsu.edu and my office phone at LSU is 225-578-5473. 
 
Thank you in advance for your commitment to the University and for your time and assistance. 
 
Sincerely, 
Sammy Wyatt, MBA, EnCE, CFE, CCEP 
Louisiana State University 
Follow this link to the Survey:  
${l://SurveyLink?d=Take the Survey} 
Or copy and paste the URL below into your internet browser: 
${l://SurveyURL} 
Follow the link to opt out of future emails: 




Samuel Lee Wyatt (Sammy), was born in Shreveport, Louisiana, to his father Dewey R. 
Wyatt and mother, Jewel E. Wyatt. He was raised in Shreveport, Louisiana, and entered the 
United States Navy after graduating from Southwood High School in 1989. After serving in the 
U.S. Navy, Sammy spent a wonderful career in law enforcement, where he served until October 
2009. In October 2009, Sammy left law enforcement after accepting a position with a Fortune 
100 organization. In February 2013, Sammy accepted a position with LSU as a Director of 
Internal Audit to develop a fraud investigations unit in the Office of Internal Audit.  
Sammy is a Certified Fraud Examiner (CFE®) by the Association of Certified Fraud 
Examiners (ACFE®), a Certified Corporate Compliance and Ethics Professional (CCEP®) by 
the Society of Corporate Compliance and Ethics (SCCE®), and an EnCase® Certified Examiner 
(EnCE®) in computer forensics by Guidance Software.  
Sammy earned an Associate of Science in Criminal Justice from Bossier Parish 
Community College in Bossier City, Louisiana; a Bachelor of Science in Criminal Justice from 
Louisiana State University at Shreveport in Shreveport, Louisiana, and a Master of Business 
Administration from Centenary College of Louisiana in Shreveport, Louisiana. Sammy 
anticipates graduating from LSU in December 2017 with a Doctorate in Human Resource 
Education. 
Sammy has been married to his wife Denise for twenty years and is the father of three 
children, the two oldest being girls, Lacey and Caitlin, and the youngest a son, Preston. Sammy 
is also the grandfather of two adorable grandsons, Brantley and Greyson.  
